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CHAPTER 1 
INTRODUCTION 
Context of the study 
When ï started the project. I was Chief Inspecter and the Head of Training for the 
Ministry of Defence (MoD), Police Training Centre (PTC) at Wethersfield in Essex. 
As the PTC was considered to be at the centre of the organisation, my roie was seen to 
be that of a change agent. Therefore. I was an inside researcher. This raised two 
crucial methodological issues for the study. To ensure that the study was objective, 
reliable and valid, I had to take différent approaches. Firstly, as the Head of Training, 
my rôle allowed me to quickly get to the core of the problem and I was able to 
generate extensive amount of crucial data. This challenged the organisât io nal values 
and the power base of a hierarchical institute. The eftect was complex, it meant that 
my learning was captured in a "personal way". This study produced Volume I, which 
explains the design, test, implementation of the new appraisal process and my 
learning. It also demonstrates my capabilities as an inside researcher who is able to 
shape major organisât io nal change. Secondly, I had to use extensive collaborative 
approach to counteract the possibility of subjectivity which I encountered as an inside 
researcher. The collaborative approach produced Volume II, which is the study's 
tangible outcome. Volume II makes a professional impact on the whole of the 
Ministry of Defence Police (MDP) with a significant change in the organisations 
appraisal process. Further, as advocated by Bell (1997), being an inside researcher I 
had to maintain strict ethical standards at ail times 
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MDP's historical background 
The MDP was formed in 1971 from the amalgamation of three Departmental 
Constabulaires, and since then it has continued to evolve under its own 1987 Police 
Act, and the Government's "Next Steps" initiative, to become a Detence Agency in 
April 1996. It is a disciplined body comprising of (Force Complément 1999) 3,749 
civilian police officers who are accountable to the Secretary of State for Defence in 
the same way as the Metropolitan Police are accountable to the Home Secretary. 
Supported by 273 civilian staff it is a national force based at Defence establishments 
throughout the United Kingdom and is organised for national deployment to meet the 
overall operational needs of the MoD. It is the only fully fïrearms trained police force 
on the British mainland. 
In common with other civilian police forces, it exists to uphold the Rule of Law, to 
protect and assist the citizen and to work for the prévention and détection of crime 
and the maintenance of a peaceful society, fiée from crime and disorder. Ail officers 
have fiill constabulary powers, enabling them to operate and translate thèse common 
principles within a Defence environment. Their powers enable them to deal with 
service and civilian crime and threats against the MoD at a local and national level. 
In addition, where appropriate, MDP provides support to other civilian police forces 
throughout the United Kingdom. On the other hand, in the prévention of serious 
crime, for example, of a terrorist nature, MDP officers are able to secure sensitive 
areas of the Defence Estate by recourse to carriage of arms. and may be deployed as 
armed police officers on tasks commensurate with their office. The Business Plan 
(1999-2000) highlights the MDP's aim and objectives, thèse are: 
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Aim 
To provide effective policing of the Defence Estate and Community 
Objectives 
To prevent crime 
To solve crime 
To retain the confidence of the Defence Community 
To deploy the Force efficiently 
The rôle of the Training Centre 
The Training Centre ofièrs various police courses as required by the MDP, thèse 
include Recruits5 training, Probationer Constables' courses, Investigative 
Lnterviewing, Sergeants' Development, Constables' Development, Community Race 
Relations and Inspectors' course. The PTC staff consists of five inspectors who 
undertake the responsibility of managing training programmes and twelve sergeants 
who perform the rôle of trainers, they are supported by five administration staff 
members. 
Police appraisal 
There are 43 différent police forces within England and Wales. Each has a différent 
appraisal system and each force have their own historical reasons for its appraisal 
process. Generally, appraisals had low profile and were not considered useful for 
operational police work. However, in the last 7 years two issues brought the focus of 
attention on the appraisals. Firstly, the impact of the Industrial Tribunal's décisions, 
now Employment Tribunal, where some police officers won média headline cases on 
grounds of discrimination and subjective assessments for specialist posts and 
promotions. This triggered the development of the national police promotion 
examinations for sergeants and inspectors the Objectively Structured Performance 
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Related Examiriation (OSPRE). Further, forcé promotion boards were replaced with 
assessment centres. Secondly, the Home Office (1993) Sheehy's report on the pólice 
service raised the issue of performance related pay. In its early response to the 
performance related pay. the Pólice National Board in April 1994. enhanced the 
pensional salary of inspecting ranks and above by over £3,500 along with immediate 
withdrawal of overtime payments. On 11 December 1995, the government made 
clear at the Pólice Advisory Board meeting for England and Wales, their position 
regarding drawing up of a new pólice regulation to establish the íink between 
appraisal and pay. The Home Secretary further agreed that these new arrangements 
would have to be supported by an effective appraisal system to be used by all torces 
in the United Kingdom. A Steering Group was therefore set up to oversee the 
development of such a system. The project team undertook research into a number of 
áreas, including motivation theory, the experiences of other public and prívate sector 
organisations which had introduced performance pay, the pólice appraisal system in 
existence, methods of objective performance assessment and the views of relevant 
groups and organisations. The outcome of this process provided a framework for a 
system, which was development al, consistent with performance management 
programmes in torces and capable of supporting appraisal related pay as required. 
However. there was considerable resistance from the rank and file members with 
genuine concerns that the appraisal system would be used to discrimínate and 
financially penalise pólice officers. Many pólice officers believed that their line 
managers did not have the ability to objectively appraise their performance and 
therefore felt it would be an unfair policy for them to decide on pay increment. The 
intensity of dislike for this proposed policy was so great that for the first time in 
recent British history, officers from all over the country attended a federation meeting 
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at the Wembley stadium to protest. Under this pressure, the Steering Group 
recommended that at présent, the police performance and pay should not be linked. 
This was reluctantly accepted by the Home Secretary. However, the Steering Group's 
research work did lay the foundation for an appraisal process. The process was 
pubiished in the HO circular (3996), it was deliberateiy left lose and flexible with 
recommendation that it should be developed and contextulised to the needs of 
individuai police forces. Since then, various forces have embarked on the appraisal 
route, some have adopted the Steering Group's recommendations whilst others have 
not. 
The current M DP*s staff appraisal process 
The MDP's Annual Staff Report (ASR) was initially designed in 1974. This was 
aimed only at the police officers. The support staff members being civil servants 
came under the umbrella of the civil service appraisal system. In the 1980s the MDP 
ASR was amended slightiy to allow officers to view their assessment, otherwise the 
appraisal system has remained unchanged (see Appendix "A"). In 1998, an addition 
was made to the ASR, to satisfy the requirement for the achievements of the IiP 
(Investors in People) standards. This was done by the attachment of two documents, 
that is, the individuai training pian and the personal objective performas. These two 
documents had been directly imported from the MoD civil service appraisal system 
and therefore, did not sit effectively with the appraisal system. For example, one 
sergeant wrote in his personal objective performa, "to purchase and move into 
accommodation within the Essex area". Anecdotal évidence gathered suggested that 
the ASR system worked in isolation and had little hearing on the corporate and locai 
policing plans of the MDP. Information gathered indicated that within the Force there 
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was a strong tide against the current ASR because it was considered subjective and 
had negative impact on most officers. There was an issue of unprofessional culture 
and nepotism. In reality it was a very poor appraisal system and the effect of this has 
been highlighted by Coles ( 1999), she explains that poor appraisal process can make 
an individuai either a star or a turkey, it ali dépends on who did the last appraisal. I 
was concerned that the MDP's poor appraisal system was well embedded within the 
organisations culture. It was not moving forward but sinking in its own weight. I 
wanted the Force to be at the leading edge of the police service and feit that if I could 
take the appraisal system out of the cultural web and use it as a well-oiled machine to 
propel the Force it would have a major impact on the organisation. 
MDP's Culture 
Firstly, I wanted to find out the impact of the existing organisâtional culture on the 
MDP offìcers. In July 1996, I conducted my first test on 39 newly recruited police 
officers. These probationers had just joined the police service and were undertaking 
the first phase of the 15-week foundation programme at the Training Centre. I split 
them into smaller groups of four or five officers and each group was separately tasked 
to respond to the following five questions: 
1. Their perception of the Force; 
2. Perception of their police station; 
3. Their view of an MDP offìcer; 
4. Their view of a Home Department police offìcer; 
5. Their perception of the Police Training Centre. 
They were given 30 minutes to work in their groups and produce a perception picture 
on a flip chart for the présentation to the rest of their colleagues. The findings of the 
perception drawings were very encouraging and positive. For example, one group 
described MDP officer to be like a "Swiss knife" extremely versatile, effective and 
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able to tackle most of the job in an emergency situation (see Appendix "B" - Before). 
Others perceived that they were equa] if not better than their Home Department Police 
Force colleagues. I carried out my second test in November 1997 when the same 
probationers returned to the Training Centre for an additional two-weeks of training. 
This was for the next phase of their post foundation-training programme. These 
probationers had been in the organisation for over 15 months. I gave them the same 
five perception questions and asked them to respond under the similar conditions as 
previously. This time there was a significant shift in their perception, the findings 
showed (see Appendix "B" - After) that the impact of the culture was dinosauric and 
was crushing them, they felt embarrassed with their colleague's archaic style of 
policing. WhjJst others feit so frustrated that they wanted to leave the profession. 
Most officers indicated that they worked just like monkeys. When questioned what 
they could have done to change this situation, the unanimous response was: 
"It is too late, you can 't do anything, now. " 
Within 15 months, thèse probationers had lost all their energy and enthusiasm. The 
probationers had just joined the police service yet they believed that it was too late to 
take action and feit that they did not have any power to bring about changes within the 
organisation. I was extremely disappointed, considering that thèse probationers were 
selected from over 3,000 applicants and the Force had spent a significant amount in 
the training cost. As Braham (1996) said, it is painful for individuals to stand by and 
watch their company inhibit learning. In my view, the impact of the MDP culture has 
been to dis-empower its people with such severity that individuai officers do not have 
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the confidence or even the synergy to make changes. This situation has been 
described by Garratt (1994): 
"Once in, it is hard to escape. Accepting the situation 
decreases dramatically the ability to learn and adapt." 
This survey highlighted to me that unless the MDP was prepared to change its culture, 
the Force might not exist within 10 years. We could be swallowed up by the various 
Provisional Home Department Police Forces where the MDP officers are deployed. 
This would be advantageous for those police forces, as they would be able to increase 
their police strength without having incurred cost on selection, recruitment, training 
and promotion. In my view, this would be a tremendous waste of the MDP. My 
subsequent interviews with other key police officers indicated that there was a strong 
and urgent need for someone to take the lead to bring about relevant changes in the 
Force's culture. Officers wanted a more participative and effective style of 
management where power based and position of rank was not used to disadvantage 
them or restrict their development. However, before attempting to change the 
organisational culture one needed to understand what is culture? 
What is culture? 
Garratt (1994) advocates that culture means, the historically transmitted beliefs, 
behaviour, symbols and values of an organisation. It is in essence the "web of 
significance" we spin ourselves via our organisation's symbols and practices and into 
which we often unconsciously and uncritically lock ourselves. In my view, every 
organisation has its own culture. Some organisation's cultures are unique because the 
organisation may itself be unique. However, the majority of organisation's culture do 
overlap. For example, there are some similarities in a hierarchical culture like police, 
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prison service, customs and excise and armed services. Culture helps to identify an 
organisation, therefore, it is a misconception to say that we must try to banish the 
culture. It is important to first find out what kind of culture the organisation possesses 
and who has the responsibility for developing an effective culture. According to 
Garratt (1994), managers have a duty to encourage a culture of learning throughout 
their organisation and manage the different layers of "culture" within their 
organisation to achieve this. 
How to change MDP's culture 
I felt that an effective ASR system could herald a process to bring about this much 
wanted change. Grote (1996) said that if anyone wants to bring about serious and 
major organisational cultural change then they should look at the performance 
appraisal system, this could be the source of the most significant organisational 
redirection possible. In the past, I was able to bring about a new training ethos albeit 
to small numbers of officers (48). However, my influence went much fiirther than the 
PTC and I have experience on how to make an impact on the culture. This was 
evidenced by my achievement of the IiP award for the Training Centre well before 
other police organisations. On the other hand, I also knew that if 1 did not take the 
initiative then the Force ASR would remain the same for the foreseeable future. 
Though the Force appraisals did not come under my jurisdiction, this was the 
responsibility of the Career and Development Department (CDD), but so far, there 
was little energy from anyone in that department to progress on this issue. At the 
same time, I was very keen and felt that I had the capabilities to make a difference and 
I was looking for a big challenge. The design and the implementation of a new 
appraisal system for the whole Force would satisfy my needs. Therefore, the 
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challenge was to design a new appraisal system, which would empower officers 
through self-development, to take responsibility for their own performance and bring 
about change in the MDP culture. This will have an impact on the behaviour. So, I 
thought if I was able to change the behaviour of pólice officers, then the 
re<nforcement of this new kind of behaviour would help bring about a positive 
attitude. 
Within an organisation, the responsibility of learning lies with both the organisation 
and the individual. Braham (1996) suggested, that the organisation should provide an 
environment which is supportive of learning where individuáis feel that their learning 
would be utilised to a make difference to the organisation's outcome. Whilst on the 
other hand, the individual should feel a deep hunger and an urge for learning. The 
individual should reaüse that it is their responsibility for translating knowledge into 
learning on a daily basis. I wanted the new appraisal system to be embedded into this 
kind of ethos. 
Betbre embarking on the design of the new appraisal process, it was important for me 
to be aware of the Force's politics, its power and my position within the organisation. 
According to Professor Gupatra (1997), it is important for people in any organisation 
to take time to understand the "organisational power" they are dealing with. I wanted 
the appraisal project to be sponsored by the top-level portfolio holder on Personnel 
and Training (P&T) and this was the Assistant Chief Constable (ACC). The next 
chapter describes how I managed to get support from the ACC (P&T) and other top-
level management members to support and sponsor the new appraisal system for the 
whole Forcé. 
10 
CHAPTER 2 
ESTABLISHING THE PROJECT TEAM AND ITS TERMS OF 
REFERENCE 
Support and commitment of top level management 
I sought an appointment with the ACC (P&T) to discuss the impact of the MDP 
culture on the probationers. During the discussion, I produced the flip charts of the 
probationers7 perception of the Force. ACC (P&T) shared my concerns and raised the 
issue of bringing cultural change within the MDP. When I proposed that the cultural 
change could be initiated through the design and implementation of a new appraisal 
process, he readily agreed. I volunteered and took the responsibility for the project 
with the intention of working in collaboration with key personnel from other 
departments. In addition, on two separate occasions when the Chief Constable 
(CCMDP) and Deputy Chief Constable (DCC) visited the PTC to address Inspectors' 
and Sergeants' courses, I took the opportunity to raise the issue of MDP culture. Both 
shared my concerns and the DCC asked me to display the flip charts with captions 
during the seminar for the Operational Command Unit (OCU) commanders and 
Senior Police Officers (SPOs). This annual conference took place on 15 September 
1998 where I presented the findings of the probationer's perception and the impact of 
the MDP culture to 120 OCU commanders and SPOs. Earlier, on 4 September 1998 
ACC (P&T) officially sponsored the new appraisal project. I interviewed him with a 
purpose of identifying parameters of the project (see Appendix "C"). In this 
interview, the Sponsor said that he wanted the new appraisal system to take us 
forward. Travel, subsistence and other desktop project cost were to be borne by the 
Personnel and Training department. There was also a facility to draw on a small 
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budget of £1,000 for use of external verification of the project. I also secured the 
commitment of the CCMDP through his endorsement of a Force Order (1998). This 
served two purposes, firstly it demonstrated a firm commitment by the leader of the 
organisation and secondly the Force Order briefed all police officers on the new 
appraisal project. 
Project team 
The Sponsor gave me the freedom to choose the team members. Previously I had 
painfully learnt the significance and importance of choosing capable officers for 
teamwork. I thought about BelBin's profile and wanted officers to have different 
preferred styles and strengths to operate within the team. In reality. I did not have the 
freedom of choice as initially suggested by the Sponsor. Firstly, there was an issue of 
cost, therefore, my selection had to be from officers based at MDP WethersfieId, 
Headquarter. Secondly, other departments would be very reluctant to release their 
officers for the project without a complicated, politically negotiated business case. 
So, I picked the team from the PTC and Career Development Department (CDD). 
These were Police Officer "P" who was the Force Career Development officer and the 
appraisal system was his responsibility. The other team member was Police Officer 
"Q' \ she was the Force Recruitment officer and was recently promoted from the PTC. 
I therefore knew her capabilities, she had excellent training skills and was able to 
challenge issues, in particular, on ethics. In addition, she was a woman officer and in 
my view, this was important for the MDP where very few female officers are 
empowered to undertake key roles or tasks. My final selection was Police Officer 
"R", he had recently qualified as a trainer and had excellent computing skills. In 
addition, I wanted to use the Force Equality Opportunity Adviser to take the 
responsibility of internally validating the new appraisal system. I felt that the direct 
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link with the career development, training, recruitment and equal opportunities would 
be of significant importance for the new appraisal. So, the team was estabb'shed and 
ready to commence its function. The first team meeting drew up a written contract 
about individual's needs, fears and expectations. My theme for this collaborative 
work for the team was to help them succeed. However, as the project moved forward 
the team did not perform as I had expected, the reasons are explained in Chapter 8. 
The action research journey 
I would describe the methodology for the project as an action research train journey. 
Police officers would board the train at various stops, en route to its destination of the 
new appraisal process. The train successfully completes its journey when it arrives at 
its destination fully loaded with all MDP officers on board. I wanted my research 
approach to be embedded in a practical world of policing and my intention was to 
apply purposeful actions, based on praxis to drive the project forward. I felt that the 
anchoring of the new appraisal system in the operational policing culture was the key 
to its success and credibility. I decided that the methodology lor the new appraisal 
project should be carried out in stages. I had a vision of actions that I would need to 
undertake before live implementation of the appraisal system. I wanted the stages to 
be formative and on completion of each stage the findings would provide me the 
evidence to alter and take purposeful actions to develop my methodology for the next 
stage. This would ensure that I kept my project on its track and destination. 
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CHAPTER 3 
REVIEW OF THE EXISTING AND RELEVANT OTHER 
APPRAISAL SYSTEMS 
The firststep in the design ofthe new appraisal system 
According to Dulewicz and Fletcher (1989) appraisal systems should be at the heart 
of an organisation's human resource policy. This was not the case with the MDP. 
They further warned that there was no blueprint for the perfect appraisal scheme, it 
very much depended on the structure and the culture of an organisation. I did not 
want to start from scratch. For example, my deskwork research revealed that there 
had been extensive work undertaken by other organisations on appraisals. í decided 
to use the findings and recommendations of the appraisal system suggested by the HO 
circular (1996) sent to all chief officers of the pólice. The suggested generic nine 
policing sküls, which have been explained in Chapter 4, would be the foundation for 
the MDP's new appraisal system. The Sponsor in his interview had also supported 
my decisión, when he said that the "core skills should be the bedrock" of the new 
system. So I wanted to use the existing ASR procedures to seek out through a sample 
survey the problems of the existing ASR and issues that the new appraisal should 
address. The survey would serve an important point, it would involve officers within 
the Forcé from constables to chief superintendents in the design of the new appraisal 
system. This view has been supported by Dulewicz et al. (1989), according to them 
one of the key processes to adopt from the outset of designing an effective appraisal 
system is the "involvement". Involvement of people who have to opérate the system. 
However. I disagree that it should only involve people who have to opérate the 
system, as it is also important to involve people who are subjected to the appraisal 
14 
sysíem. Within IVfDP and other pólice forces except at constable's rank, every one 
else is an appraiser and an appraisee. Excluding constables from the involvement 
would mean that I would not get the full picture of the culture within which the 
appraisal system had to opérate. 
Review of the existing MDP's appraisal system 
As indicated earlier. the first stage of my methodology was to find out the problem 
with the MDP's current ASR system. To answer this question, í reviewed the existing 
appraisal system. This was done by a postal questionnaire survey. The survey was 
carried out between 3 December 1998 and 11 January 1999. I used the Forcé nominal 
role for October 1998 and randomly selected officers as follows: 
1. Constables every 28 l h officer, a total number of 100 (3.5%); 
2. Sergeants every 6 l h officer, a total number of 100 (16.6%); 
3. Inspectors every 2 n d officer. a total number of 60 (50%); 
4. Ch Inspectors all chief inspectors, a total number of 55 (100%); 
5. Superintendents all superintendents, a total number of 29 (100%). 
This selection process ensured that the sampfe represented all ranks and specialised 
posts based at England, Scotland, Wales and Northern Ireland thus covering the whole 
of the MDP. Earlier I had piloted the questionnaire for validation through 14 newly 
promoted operational sergeants who had been undertaking development courses at the 
Training Centre. Three hundred and forty four questionnaires (see Appendix "D") 
were dispatched, 9.2% of the total population and it consisted of five questions. The 
aim of the survey was to determine the satisfaction and effectiveness of the present 
staff reporting procedures and how this could be improved. This was through the 
combination of open and closed questions. The design was purposefully kept simple 
and ampie space was provided for qualifying remarks after each question. 
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Response rate andfindings of the initial survey 
In order to increase the response rate, I enclosed a prepaid envelope and required the 
questionnaire to be returned to the Police Training Centre by 11 January 1999. In my 
view 514 weeks for the return was generous but considering the Christmas break it 
was a realistic eut off date. A total of 168 useable questionnaires were returned 
representing an overall response rate of 49%. This was slightly below what I had 
expected as the issue affected ail offlcers and had a direct bearing on how the new 
appraisal process would be steered. On the other hand, I was very encouraged that 
despite the questionnaire returns being anonymous, many officers wrote their name, 
rank and number for me to contact them should I wished to clarify points they had 
raised. I worked in collaboration with Police Officer "S" based at Atomic Weapons 
Establishment, Burghfield to analyse the questionnaire data. According to him, the 
quality of the returns was exceptional. Evidence showed that a great deal of care and 
attention had been devoted to the completion of the questionnaire by a majority of 
respondents. To analyse the data Police Officer "S" utilised specialised software 
using "question literals" to collect adjectives and verbs. 
Satisfaction with theASR procédures 
Fifty-six percent of respondents said that they were dissatisfied or very dissatisfied 
with the annual staff reporting procédures. One officer described the procédure to be 
degrading and humiliating, the officer added that it was like being back at school. 
The officers were asked to give explanations for their dissatisfaction. The main 
concern seemed to be the subjectivity on the part of the reporting officer and the lack 
of guidelines for accurately assessing the box markings. 
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"It is all too often subjective, poorly evidenced andfails to 
provide a reasonable standard across the board. The 
variation which occurs between assessors has a dramatic 
effect on individuals once they discuss matters in their peer 
groups. " 
figure l 
Officers scathingly attacked the skills and commitment of their first reporting officer. 
I was astounded at the ferocity of the comments made. 
"Often those judging are not fit to judge. " 
"What do they prove, it is often a question of 'where do I 
sign', seeyou nextyear. " 
One Supervisor admitted skills deficiencies of peers. 
"/ belìeve more training should be given to Supervisors and 
managers with the aim of increasing awareness and skills 
regarding the completion of appraisals. Speaking as a 
Supervisor, l know my colleagues who display signifìcant 
shortcomings in thìs area. Surely an appraisal system can 
only be as good as the managers who implement it! " 
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Other explanations included the futility of including comments from the second 
reporting officer, who in most cases was a complete stranger to the officer being 
reported on. 
"Managers feel that it is same thing they have to do so they 
will spend a couple of minutes on it." 
In general, there was a feeling of confusión within the Forcé about the purpose and 
benefít of the ASR. Some said that it should be only for those officers who were 
seeking promotion or applying for specialist's posts. Others shared the sentiments of 
the following comments: 
"What is the point of conducting a JAR (Job Appraisal 
Report) with an officer who is near the end of his/her 
career? " 
"In reality I don 't see a need for an ASR in the MDP, 
how can you action plan for standing on a gate with a 
rifle. " 
"ASR should be scrapped. " 
This was further evidenced when in May 1999 I presented the survey's findings to the 
top-level Agency's Management Board (AMB) members. I asked the members, what 
was the purpose of the ASR? I was surprised that individual members gave their 
personal views, for example, one said, the purpose was to get the best from our staff. 
Whilst another suggested that, it should be to ftüfil aspiration of a pólice officer. 1 
was also informed that if we were a business, then to be a successful business, the 
purpose of appraisal should be to ensure performance from our staff was for making 
profit. Now even I got confused. When I probed further as to the rational behind 
their comments, they agreed that it was their personal view. I thought, how does the 
organisation expect its pólice officers to know what the purpose of an ASR is when 
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the AMB members themselves share different views. No wonder, there is so much 
coniusion and individuai officer's expectations are not met. I decided that the first 
issue that needed to be tackled was to write a statement of purpose for the new 
appraisal system and then sign up the CCMDP and the Detènce Federation through 
the Sponsor. This process is explained in Chapter 4. 
Many ofEicers felt that the valué of the staff report is lost, as they had not received an 
ASR for a very long time, in one case, four years. They argued, if ASR is so 
important to the Forcé then why are they not completed on time? I carried out further 
research and discovered that on average, half of the Forcé complement had their 
report submitted late. This is evidenced by the Civilian Personnel Management report 
(1998/99): 
Grade % of Reports 
Sahmitted Late 
Chief Superintendent 100% 
Superintendent 52%) 
Chief Inspector 54.5% 
Inspector 57.6% 
Sergeant 38.1% 
Constable 34% 
Table 1 
I was surprised at the percentage of reports that were submitted late. How could this 
help fulfil individuai police officer's aspirations as suggested by the AMB members? 
On the other hand, 25% of officers were satisfied with the existing appraisal system, 
one officer said: 
"In writing staff reports, I feel I take an active interest in 
the officers development and potential l do not feel ali 
reporting officers do the same. Whìlst saying 'satisfied ', I 
do feel there is scope for greater improvement especially if 
it were changed along HP Unes. " 
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Effectiveness of the ASR System 
Nearly half of the officers stated that ASRs are ineffective, whilst 24% said that they 
are effective. Numerous remarks reflected the opinion that supervisors treat ASRs as 
a chore, which has to be done. Some qualifîed this remark by stating that supervisors 
are unable to dedicate quality time towards development of staff. The effect of this 
has been captured by Moore (1999, p3) who said. "If you don't spend time with your 
people, they are not your team, they just work for you." 
Effect iveness of A S R 
50 n 
figure 2 
Many felt that the ASRs did not reflect their performance for the whole year. Some 
said that the staff report is not looked upon as an important part of their career or 
development, except for those seeking promotion. Following were some of the 
comments made: 
"At the moment, you can work non stop, display ail the 
necessary criteria throughout the reporting year and stili 
get nowhere. " 
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"ASR is tike MOT certificate, only effective on the day it is 
signed. " 
"The ASR procedure is not effective al ail. It is an annual 
ritual that reporting officers have io go through. " 
One officer who thought Ihe ASR was effective gave the following reasons, 
"The procedure of writing an ASR on an officer is effective 
enough in itself. " 
Satisfaction with the catégories of assessment 
Forty-nine percent were dissatisfied or very dissatisfied with the catégories used to 
assess them. The overall feeling was that there are too many catégories and that they 
either duplicate themselves or are not relevant to the particular task. A significant 
proportion wrote that the catégories are too vague and should be centred more 
towards the assessment procédures and policing core skills, 
"The staff report should include more police related 
subjects ... the size of the document also needs to be 
sireamlined. " 
Whilst 35% indicated that they were satisfied. According to one officer there was 
ample scope to write a fair and objective report. Whilst another said: 
"I achieved an excellent report but only because I am in a 
position where my abilities are used and my inability 's can 
be hidden. I am not as good as my report would lei you 
believe. " 
Différent appraisal system for the Force 
This was a straightforward yes/no response. Seventy-six percent replied yes whilst 
24%o replied no. Vast majority were in favour of change, but were unsure what to 
replace it with. A proportion of respondents who answered "no" agreed that the 
présent system could be used better. 
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Should the re be a différent appraisal s y s t e m ? 
100 i 
80 -I 
figure 3 
Some of the comments made were: 
"The existing system is totaliy inadéquate and ineffective. 
Appraisal Systems must reflect today 's needs for policing. " 
"I would like to see a self assessment system. " 
"I believe that the appraisal system should be based on the 
same competencies as the assessment centres with a wider 
marking margin than présent. " 
"Radical change would be refreshing. " 
Suggestions for improvements 
This question contained options where respondents were encouraged to tick as many 
or as few boxes as appropriate. Of a maximum possible return of 2,352 responses, the 
survey recorded 50% agreement to the catégories specified. Findings indicated that 
most officers were in agreement that "évidence required to support comments" was 
the most significant improvement that could be made. This category scored highest 
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with 118 responses. This was followed up by a préférence for grading boxes to be 
scaled from 1 to 7, scoring 103 responses. Rated third highest was the opinion that 
the ASR should assess officers against core policing skills this scored 95 responses. 
Of least importance was the need to conduct "intérim reviews" at one monthly 
intervais, every quarter was the preferred choice. The second least popular category, 
scoring 9 responses, was the proposai to reduce the number of grading boxes to 3. 
This was followed by "no second reporting officer", implying that the second 
reporting officer does, in gênerai, have a rôle in the procédure. This observation 
should be treated as suspect since a significant number of respondents, earlier had 
made the comment that the second reporting officer had Unie or no knowledge of the 
individual being reported on. The wording of the question may have slanted this 
particular resuit. 
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Survey *s conclusions 
1. Only 25% of respondents were satisfied with the présent ASR system. 
2. Nearly half of the officers stated that the ASR procedure was ineffective. 
3. 49% were dissatisfied with the catégories against which they were assessed. 
4. Over three-quarter said that the présent ASR system should be replaced. 
5. The three most important issues suggested for change were: 
(i) It should be based on évidence; 
(ii) Grading should be scaled between 1 - 7; 
(iii) It should relate to the Core Policing Skills. 
The conclusion from the initial survey was an overwhelming justification that the 
current staff appraisal system was useless and ineffective. The organisât io nal culture 
reflected what I had earlier discovered through the culture perception of the 
probationers. Constables and sergeants felt that their managers did not give sufficient 
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quaiity time to manage their performance. There was a strong message about 
authoritarian culture and skills defíciency, hidden by power base structure. One 
officer said, "There is no encouragement to improve or beíter oneself, neither the first 
ñor the second reporting officers know what they are saying when reporting about us. 
Our team leader has no management skills at al], these are the matters that should be 
addressed. Also, we do not nave a chance to give our line managers ASR, if we did, I 
would not like to think of the consequences." Another said, that the overall quaiity of 
supervisors were very poor. Whilst managers felt that this was all too much for them 
they just wanted to get on with the job, for example, of crime fighting. One officer 
described his view of the Forcé, as being "lethargic, we seem to be rudderless going 
in circles and not going forward." 
The Challenge 
I carne to realise, the designing and implementation of the new appraisal system 
would be an enormous challenge. I had to remember that I was concentrating on 
"system". My challenge was to design an appraisal system, which would propel and 
opérate an effective "process" to bring about change in the organisational culture. 
However, what kind of culture was I seeking? I decided that the culture should 
represent the valúes as stated by the ACPO pólice service statement (1990) and the 
CCMDP statement, "Let's never forget that people are our biggest asset." I wanted 
the design of the new appraisal system to be forward looking and have an effective 
life span of at least 10 to 12 years. Taking into account the issues generated by the 
initial survey, the concept I had in my mind was to change the power base. ín my 
view, this would significantly alter the current appraisal process. The idea was to 
shift the power base from hierarchical line managers to the individual officers who 
25 
would take their ovvn responsibility to demonstrate performance against agreed 
criteria. This would have a major impact on the operational culture. I feared two key 
issues, firstly, the change could be so radical that officers in spite of their enthusiasm 
for change would be reluctant to adapt to the new appraisal process in practice. 
Secondly, the effective Implementation of the appraisal system could mean that the 
recording of performance of an individuai may be so transparent that poor performers 
would have no escape route. Currently poor performers have a coping mechanism, 
which is that they have a personality clash with their first or second reporting officer. 
If this excuse is no longer available in the new appraisal system then how would such 
an officer cope? Alternatively, one could argue that any appraisal system can never 
be that transparent. I am not sure whether full transparency can ever be achieved in a 
disciplined organisation such as the police service. I feel that to achieve this there has 
to be a significant change in the thinkìng of the organisation and the mindset of 
individuai officers. Complete transparency was to be my aim. 
Review of other key public and private companies' appraisal processes 
I conducted desktop research and selected other private and public sector's 
performance and appraisal system to determine how thèse organisations undertake 
performance reviews of their employées. The purpose was to consult and compare 
other successful external organisations' appraisal system and seek out key issues, 
which could be translated into the MDP's appraisal process. I selected 10 
organisations that were successful in their field of work and four Home Department 
Police Forces. These were: 
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GlaxoWellcome, Sony, Teseo, GE International (USA), 
Marks and Spencer, Orange, HM Prison services, Cadbury 
Schweppes, Schröders, Essex Fire Services, Merseyside 
Police, Kent Police, Humberside Police and Cumbria 
Police. 
Eleven organisations responded (response rate 71%) with copies of their appraisal 
System. I found that the majority of the commercial organisation had their 
employee's performance linked to their pay. This was predominately based on the 
comparison between the manger and employee's view about the performance. For 
example, GE International appraisal process discussed the individual's performance at 
the end of 12 months on three issues: Business contribution; Career objectives; Self-
development. The appraisal process seemed straightforward but performance 
évidence was written at the end of 12 months. I questioned the quality of such 
évidence captured and what would happen if an individual disputes the manager's 
grading for pay. There were no answers, except that in such circumstances manager's 
grading would stand. I felt that this kind of system, could not effectively capture the 
individual's performance for genuine performance related award. The common 
thème, which emerged, was that most companies had objective settings at the 
beginning of the year with their line manager. Her Majesty's Prison service had a 
complicated procedure to follow, individuáis were required to complete a PPRS 
(Performance Planning and Review System) and a PACDAP (Personal And Career 
Development Action Plan). The Personal Manger wrote, "I feel that the system we 
use is unnecessarily complicated and would personally like to introduce a more user 
friendly system. Unfortunately as you may know I am not in position to do so". This 
comment implied that the appraisal system was owned by the Headquarter, maybe 
through Fluman Resource départaient. This is a typical example of control from the 
centre, which does not allow for improvement in its system by practitioners. What 
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surprised me was, despite performance being related to pay, the majority of the 
organisations had four gradings for performance assessment. Glaxo Wellcome had the 
following grades: Unsatisfactory (U); Achieved most objectives (M); Achieved all 
objectives (A); Exceed all objectives (E). Whilst Her Majesty's Prison service had: 
Exceeded; Achieved; Acceptable; Unacceptable. 1 felt that the standard deviation if 
produced would show that the distribution curve would be skewed towards enhanced 
payment. For example, there was a large gap between Unacceptable and Acceptable 
when compared with Acceptable and Achieved. Like wise for Unsatisfactory when 
compared with Achieved most objectives. Managers must be placed in a difficult 
position to discriminate between Acceptable and Unacceptable. A small shift would 
make the employee fall within the acceptable standard. There was no measurement 
tool available to guide the managers between these grades. Sony was one company, 
which recently changed their appraisal system to "Workstyle", This was not based 
purely on achieving objectives but the behaviour used to achieve them. They 
employed Saville and Holdsworth to develop series of competencies, behaviour and 
development objectives to be the backbone of the "Workstyle" process and to link this 
with the annual salary review. At present behaviour competency was still in its 
development stage and no such competencies were available. Nevertheless, Sony 
wanted their "Workstyle" appraisal to be a continuous process. In my opinion a 
"generic behaviour objectives" would be difficult to develop in the police service. 
TESCOs had an interesting concept for objectives to be cascaded from their "Steering 
Wheels" and these were corporate, functional and departmental. Mangers had to 
carry out compulsory reviews of 30 minutes. The review approach had a nice 
mnemonic ABCD: Achievements; Benefits; Concerns; Do nexts. The appraisal 
process applied only to managers. Their performance was measured through the 
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performance of the store. I had a one to one interview with the Personnel Manager 
and when I asked about the shop workers' appraisal procédures. I was informed that 
this was left to the individuai store manger to deal with on an informal basis. The 
implied message was that many shop workers do not consider working in TESCO as a 
career opportunity and are content with the présent informal process. Humberside 
Police had recently commenced a new appraisal process for police and support staff 
and had developed generic performance competencies grades for the rune core 
policing skills. These were originally purchased from Kent Police. The grades were 
in alphabetical order but did not correlate to any distribution curve. Each rank was 
required to perform at an acceptable grade for their job rôle skills which, had been 
identified and dictated by their Personnel Section. This was a complicated procedure. 
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CHAPTER 4 
DESIGNING THE NEW APPRAISAL SYSTEM 
Investigating relevance, appticability and design of the new appraisal model 
Goodworth (1989) advocates that there are five diffèrent types of apprarsals Systems, 
thèse are: 
1. Overall or 'basic1 assessment; 
2. Guidelines or 'triggered' assessment; 
3. Grading or 'fbrced choice' assessment; 
4. Rating; 
5. Results-oriented assessment. 
He outright rejects the first three on the basis that they are fraught with subjectivity 
and suggests to look at the option of rating or resuit oriented assessments. Whilst 
Yeates (1990) suggests that there are three general catégories of techniques for the 
assessment and measurement of performance. These are: 
1. Comparative, where employées are compared and subsequently ranking is 
drawn up; 
2. Absolute, uses written to describe strengths and weaknesses; 
3. Results-oriented; concentrâtes on outcomes achieved as a resuit of job 
performance. 
In my view, current police services are driven and measured against published 
performance and targets. That is the reality in which police are required and expected 
to operate. Hence, the individuai officer's performance is a key issue. It is the 
collective performance of police officers, which will determine the organisation*s 
performance. It is necessary to measure performance of officers. This can be done 
with the resuit oriented appraisal. This is also evidenced by the research I carried out 
with extemal companies, ail of whom appraised their employées through some system 
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of result oriented appraisal scheme. Though Goodworth (1989) warns that result 
oriented appraisal is intensely time consuming to implement and will not be 
successful unless everyone in the executive hierarchy is totally committed to the 
cause. 
After investigating these models, the deskwork research and the findings of the initial 
ASR survey I felt confident to design the new appraisal system based on the 
combination of Rating and Result Oriented appraisal process. As indicated earlier I 
was conscious that for an appraisal system to be effective it must be anchored in the 
MDP operational world. Therefore, the design should evolve through piloting and 
rigorous testing programmes. My model was developed from McCallunrs (1993) six 
questions on job analysis. Initially I simply called it the five steps model: 
1. What is to be done? 
2. How do we know it is being done? 
3. How do we do it? 
4. How well we do it? 
5. How can we do it better? 
Aim of the new appraisal system 
However, before 1 went further I wanted to respond to the issue raised during the 
initial survey, which was to identify the aim of the new appraisal system. I wanted 
the aim statement to be simple and encapsulate the core purpose of the appraisal. I 
carefully looked at other police services appraisal aims and objectives and came to 
conclusion that the Metropolitan Police Service's (MPS) aim was well written. This 
was. "to improve organisational performance through more focussed effort and the 
delivery of meaningful career development''. I felt that the MPS aim places the 
organisation first with a purpose to improve organisational performance, this was a 
powerful message, and demonstrated a learning type of an organisation. However, 
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though it states that this will be achieved through focused effort it does not make it 
explicit, by whom. Considering the confusion I had encountered within the MDP, Ï 
wanted the aim of the appraisal system to be absolutely clear and thought that the 
word individual or officer should be explicit. I accepted that one of the disadvantages 
of the word "individuar is that the synergy of teamwork may not be taken into 
account. The other issue I had with the MPS aim statement was "meaningful career 
development" this implied that without career development the organisation will not 
be able to improve. The MDP's initial survey indicated that many officers did not 
want career progression or development but felt that they were providing an effective 
performance. The implication of "meaningful career development" is that it might 
disadvantage officers who do not develop their career because it assumes that they are 
not performing. This has been one of the main concerns of MDP officers. If the aim 
is to consistently improve the performance of the Force, then individual officers must 
develop their performances to meet new challenges, but not necessarily through 
upward career progression. On this rational I designed the aim of the new appraisal 
system to be: 
"To improve the Force performance through focused effort 
of individuals' and the delivery of a meaningful 
performance appraisal. The MDP's overall achievements 
are the accumulation of individual officers' performance. " 
The statement .explicitly states that it is through focused efforts of an individual the 
Force will improve its performance. Performance is then assessed to provide a 
meaningful appraisal to that individual. I felt at this stage it would have been unwise 
to widen the aim to include the issue of synergy as team worker. However, teamwork 
is implied in the second part of the statement where the message refers to the 
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accumulation of individuai officer's performance and its impact on the Force as a 
whole. 
Core policing skills 
I now move on to the core policing skills. As explained earlier the HO circular (1996) 
identified nine core-policing skills and recommended their use, thèse are: 
1. Professional and ethical standards 
2. Communication 
3. Self-motivation 
4. Décision making 
5. Creativity and Innovation 
6. Leadership 
7. Managing and Developing staff 
8. Operational Planning 
9. Strategie Planning 
I allocated a number of core policing skills to each rank within the MDP. The 
rationale behind thìs is illustrated by the following explanation. For new probationer 
constables in service to use only the first four skills which are Professional and 
Ethical standards, Communication, Self-motivation and Décision making. 1 did not 
include the fifth skills of Creativity and Innovation, because it had been observed at 
the Training Centre that probationers during their training courses and probationer 
tenure go through a stressful period. Most of the probationers energy goes into 
gaining knowledge, developing new policing skills, understanding their rôle and 
responsibilities, therefore, they have difficulty to be innovative or creative. This view 
is also endorsed by the National Police Training. For constables and above the 
Creativity and Innovation skill is included. The first five core policing skills apply to 
ali ranks except the probationers. For sergeants. the core policing skills were 
extended to include Leadership, Managing Staff and Operational Planning. The Force 
Training Needs Analysis (Roger 1998) for sergeant's rank also supported thèse 
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additional three skills requirement. Within MDP shift sergeants' job role does not 
expose them to tasks that requires them to demonstrate the skill of Strategic Planning. 
Generally, the constables and sergeants role in the police service is at tactical level 
rather than at strategic. However, the MDP has many SPOs, these vary in ranks from 
sergeant to superintendent. The position of a SPO is not related to the rank. This is 
unique in policing service because lower rank SPOs, for example sergeants, have 
similar additional responsibility as higher police rank SPOs. Initially my view was 
that the sergeant SPOs should be assessed on Strategic Planning. After consultation 
with the Sponsor and the CDD, I realised that this could create two tiers of sergeants 
with implications on pay structure. At present, there are no benefits or advantages 
given to a sergeant SPO when compared with a shift sergeant or station sergeant. The 
only benefit is during the promotion paper sift when the role of sergeant SPO is seen 
as an additional responsibility and may demonstrate higher motivation factor. In view 
of this, I decided for the time being against the inclusion of the Strategic Planning 
skill for the sergeant SPOs. However, this skill has been included for inspectors and 
up to chief superintendents, as these officers' role demands the requirement for 
strategic thinking and planning. Thus, all nine skills are included for inspectors and 
above. Currently I have excluded the extension of the PDR appraisal system for chief 
officers, these are the three Assistant Chief Constables, Deputy Chief Constable and 
the Chief Constable. The rational being, except for one chief officer, all others are on 
a fixed term contracts and their performance is assessed as per the contract with the 
Second Permanent Under Secretary of State. My proposed PDR appraisal system 
does not take the issue of fixed term contracts but no doubt once the new appraisal 
system is effectively implemented I see no major difficulty in bringing the chief 
officers into the PDR appraisal process. 
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Draft competency levels for ali ranks within the MDP 
The HO circular (1996) recommended two levels of measurement of performance, 
effective and non effective. The MDP's initial survey findings gave a strong steer 
that the Force should adopt grades 1 to 7 and this should be linked to a normal 
distribution curve with the sanie standard déviation as used for the Force promotion 
assessment centre. The rationale being that the Force currently uses this grade 
structure in the promotion assessment centres and officers understand and support the 
grading structure. I felt that using a common denominator would also help the Force 
to effectively map an officer's performance during recruitment, appraisal, promotion 
and training. During my deskwork research, I discovered that the Kent Police used an 
external organisation at a cost of £250,000 to work on the HO circular (1996) and 
designed competencies for each officer and civilian staff member's rôle and rank. 
Some of thèse competencies were then subsequently purchased under copyright by 
the Humberside Police. Humberside Police then worked on thèse competencies and 
the amended version created their Force Personal Skills Directory. The Directory 
contained skills for both police and civilian support staff. As I wrote earlier, each rote 
and rank within the Humberside Police was allocated the skills required and the 
acceptable grades to achieve. These were predetermined by the Personnel Section 
and a generic Skills Directory was designed. Subsequently, I made contact with the 
Head of Personnel Section and discussed the issue of competencies. In January 1999 
I obtained copyright of the Personal Directory Skills from the Humberside Police. 
The PDR project team worked on thèse skills level and contextulised them to 
competency levels for the need of the MDP. Seven competency levels were identified 
for each of the nine core policing skills and the MDP's assessment centre's normal 
distribution curve was used to discriminate between each level (see Appendix "E"). 
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This was the first draft and laid the foundation of the competency levels for the PDR 
appraisal system. The testing and externally validation of these competency levels are 
explained in Chapter 7. 
The PDR Model 
Based on the HO circular (1996) recommendation, I called the new appraisal system 
"Performance and Development Review (PDR)." In my view, the three words 
Performance, Development and Review captured the aim of the MDP appraisal 
system and purpose of a result oriented appraisal. With the work completed on the 
draft competency levels and the allocation of the core policing skills to various ranks, 
I amended my five steps model as shown below: 
1. What is to be done (locai policing plan-priorities)? 
2. How do we know it is being done (action pian)? 
3. How do we do it (core policing skills)? 
4. How well we do it (competency levels)? 
5. How can we do it better (developmental pian)? 
Design of the new PDR systèmes Forms 
The design of the Forms took into account what was required in the PDR model. On 
reflection, I found that the designing of the Forms was a difficult process, for 
example, from a simple thing like allocation of the MDP number to the difficult issue 
of designing the Forms for recording of the évidence. It turned out to be an evolving 
process, which meant that right until a few days before the implementation 
programme the Forms were being amended to take into account feedback received 
from the tests. It was exciting to see the development and the shape of the Forms 
when compared with the first draft. I would describe the effective design of the PDR 
Forms as the output of the project. Two key issues which steered the designing of the 
Forms were, firstly, very early on I came to the conclusion that we did not require 
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glossy pre-printed Forms. I wanted the Forms to be practical, allowing for changes 
and amendments as the dynamic process of learning takes place within the 
organisation. This decision helped with the second key issue, the Forms were 
computerised to MDP format by using the Force's Support Services Resource Unit. I 
was aware that the Forms must be simple but also capable of recording all issues of 
the PDR model. 
The initial assumptions 
I made two key initial assumptions to move the project forward, these were: 
1. That all MDP stations would have their Service Level Agreement (SLA) 
negotiated and published as per the Force Key Target for the current financial year. 
The SLAs would be incorporated in the Local Policing Plans (LPPs) and that the LPP 
were effective, realistic and linked to the organisation's corporate plan. This would 
help in the compiling of the individual officers' agreed policing priorities. 
2. That I will continue with my role as the Head of Training for the PTC. 
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CHAPTER 5 
PILOTING THE NEW APPRAISAL SYSTEM 
Piloting the new PDR appraisal system 
The next stage of my action research train journey was to commence the testing of the 
PDR appraisal system. The test would ensure that when officers board the train they 
would be comfortable, enjoy the journey, understand the purpose of travelling and 
take their responsibility in completing the journey. I decided to pilot the PDR system. 
The purpose was to ensure that when the new appraisal system comes into effect, the 
train would accelerate towards its destination with its entire load of passenger 
comfortably on board. The pilot programme had two strands, workshop for OCU 
supervisor's representatives and operational officers undertaking the PDR pilot 
appraisal. 
PDR workshop 
Thirteen police stations were selected one from each OCU of the Force (see Appendix 
"F"). These stations were carefully chosen and the sample represented the Force 
structure. One key player from each of these stations, on recommendations from the 
CDD, of supervisory rank was invited to attend a two-day workshop at the PTC. The 
purpose of the workshop was to help each representative to understand the core 
policing skills and the PDR system. Additionally, to lest the draft "generic 
competency levels" and the PDR Forms. On completion of the workshop, these OCU 
representatives were to select a number of operational officers from their OCU who 
would undertake the pilot programme. The OCU workshop representatives would 
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then cascade their understanding of the PDR system to these selected officers. They 
would also take a lead role in monitoring the progress of the pilot programme within 
their OCU and keep in direct contact with the PDR project team members. 
On 2nd and 3"1 of March 1999 the PDR workshop was held at the PTC, where 14 MDP 
representatives of pilot stations, including the Defence Federation member attended. 
ACC (P&T) personally welcomed the representatives and publicly endorsed his 
commitment to the PDR appraisal system. The workshop representatives undertook 
an interna! validation of the draft "generic competency levéis" and worked through 
the drañ PDR Forms. Subsequently, on receiving the feedback, I made necessary 
changes to the Forms. On completion of the workshop, I felt that the two days 
allocated for training was not sufficient. Earlier, I had made assumptions that as these 
officers were specially selected on the recommendation of the CDD, they would be 
operating at a higher level of understanding, commitment and motivation. I 
discovered that at least a quarter of them wanted to attend the workshop merely for 
their curriculum vitae and were reluctant to take additional responsibility. There was 
an implied message, we need extra pay ofT for undertaking this work. I was truly 
disappointed and had no cholee but to use these officers for the PDR operational pilot 
programme. I learnt that I should have used an objective assessment criteria at the 
initial selection process. 
PDR pilot programme 
On completion of the workshop thirty-six pólice officers, ffom constables to 
inspectors, were identified by the workshop representatives, who would undertake the 
pilot programme across all the OCU's (see Appendix "G"). The pilot programme 
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lasted four months, from 1 April until 31 July 1999. The intention was to work on the 
principle of fast time and create a process, which would reflect the four pilot months 
as one full year of the PDR review. The pilot programme was continuously monitored 
to measure the impact and the effectiveness of the PDR process and any perception 
shift in officers attitude towards the new appraisal system. 
Assumptions made for the pilot programme 
I made the following assumptions: 
1. The police officers have the knowledge and skills to write performance 
évidence. 
2. The workshop représentatives will be able to cascade the PDR appraisal 
system, effectively to the pilot programme officers. 
Methodology used to test the pilot programme 
The following methodology was used for piloting. 
First questionnaire survey 
This survey was carried out by sending a short questionnaire (see Appendix "H") to 
the 36 respondents who were undertaking the pilot study programme. Using this 
method ensured data captured across ail ranks and specialised posts. This was 
conducted at the beginning of the implementation of the pilot study in May 1999. The 
questionnaire also asked respondents to identify and suggest any spécifie 
improvements to the proposed PDR system. Twenty-one useable questionnaires were 
returned representing an overall response of 58%. This was slightly below the 
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expected return since the issue affected ail respondents and had a direct bearing on the 
design of the new appraisal System. The quality of the returns was very good. 
Interviews 
The completed first questionnaires served two purposes. Firstly, they formed the basis 
of analysis to détermine the status of understanding of the PDR System. Secondly, 
they raised issues which required further probing through interviews. The interviews 
were conducted during the pilot phase and were spread over three months. Qualitative 
data was generated through conducting one to one interviews with randomly selected 
pilot study officers. Twelve interviews were conducted covering ail the 
représentatives OCU's, this represented a third of the pilot study group. 
Second questionnaire survey 
This survey was a follow up of an identical survey conducted in May 1999 and was 
carried out at the end of the pilot study in August 1999. The intention of conducting 
the second questionnaire survey using the same questionnaire was to compare and 
measure the impact and the effectiveness of the PDR process and any perception shift 
Fourteen useable questionnaires were retumed from 35 dispatched. The 
questionnaires were sent to the same police officers that completed the first survey in 
May 1999. Twenty-one respondents completed the May 1999 survey, the différence 
in the number of responses was partly due to change of staff and postings. The 
response rate for this survey was 40% compared to 58% in the first survey. This was 
below what I expected however, the quality of explanation and comments were very 
good. 
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CHAPTER 6 
FINDINGS OF THE PILOT PROGRAMME 
Findings of the pilot programme 
I worked in collaboration once again with Police Officer "S" from Atomic Weapons 
Establishment Burghfield who helped to me analyse the data. 
Local Policing Plans and Priorities 
Many LPPs were not in existence, others did not relate to the local station's issues but 
was a direct lift from the corporate plan. 
"Policing Plans are vital to the setting of priorities for 
officer.s, .so OCU Commanders and SPOs will need to 
clearly state their goals and objectives in their Local 
Policing Plans. " 
(Inspector - operations) 
"Key Targets and subsequent LPPs are driven from top 
down from what is known to be a hierarchical and 
bureaucratic organisation." 
(Chief Inspector - operations) 
Officers had difficulty in formulating their priorities based on such LPP's. 
"I found it very difficult to relate to the LPPs and 
Priorities..." 
(Patrol Constable) 
"Found this a problem área." 
(Patrol Constable) 
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However, "sickness" policy was one exemption, which had a common thème, and 
officers were able to use this as one of their priorities. 
"CCMDP policy on sickness is the only objective I can 
contribute towards, other policies are not designed for 
me, " 
The number of priorities setting was also an issue. Officers had difficulty in setting 
four priorities at a time. For example, an officer said: 
"The setting of up to four key priorities proved difficult 
and excessive taking into account the size of this 
particular unit, its function, the population and associated 
traffic and MDP's expected rôle (i.e. armed dogpatrol). " 
It was suggested that the PDR forms should be changed to, "write up to four 
priorities". 
Time management and paperwork 
During the first survey there was a view that gathering évidence would be time 
consuming and would involve a considerable amount of paperwork, which would be 
difficult to manage. Fifteen percent of officers believed the amount of paperwork 
involved would be of such proportions that the system would be unworkable or 
otherwise take them away from the policing role. 
"The amount of time involved in collating évidence and 
reviewing it with the first reporting officer proved to be 
excessive. " 
(Sergeant - SPO) 
43 
On the other hand, stations which were deemed to be busy in police opération terms, 
for example, the Area Policing Team's (APT's) stated that they were keen to log their 
performance évidence and had sufficient time to complète. One first reporting officer 
felt that the monitoring of évidence log was difficult because the first reporting officer 
did not see the officers frequently enough and therefore, was reluctant to endorse the 
process. 
"Current working practices and the lack of supervision on 
24 hour cover, i.e. APTofficers on 12 hour shifts covering 
a 30 mile radius - sergeant may not see them for days 
(reason, increasing demand on administration duties and 
information required by external sources). Variable Shifts 
- may not see officers for weeks. " 
(APT Commander) 
They also felt that there was more paperwork for them. 
"I feel you will end up with too much paperwork which 
will possibly de-motivate people. " 
Some even suggested that as the individual officers would not collect évidence it 
would be their job to collect and write évidence on behalf of those officers. For 
example one officer said: 
"... if officers will not supply évidence - what will 
happen?" 
On the other hand, officers highlighted the importance of gathering évidence, for 
example, one officer said: 
"Every officer must take the effort to évidence his/her 
work, no évidence suggests no work or no interest in 
recording it. The onus must be on the officers. " 
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PDR Forms 
The PDR Forms were seen as easy to follow and officers were able to write their 
priorities with action plans in logicai and cogent manner. However, two officers 
made suggestions for a réduction in number of pages by consolidating the pages of 
Priorities and Developmental Plan. This suggestion, if enforced would reduce the 
number of pages from 11 to 7. Officers also feit that PDR Forms should be made 
available as a hard copy and on the computer. 
Evidence log 
The évidence log raised strong émotions. Many officers were unsure on how to 
collect évidence and most of ali what should be written down. Some wrote like a 
diary and put everything down, others wrote about events which they felt were 
significant, whilst a dog handler wrote évidence about the "dog's performance" as 
opposed to his performance. This clearly suggested that the workshop représentatives 
either did not nave suffìcient knowledge themselves or that they were unable to 
cascade the concept of gathering évidence. This resulted in a considérable amount of 
uncertainty and confusion. 
"The évidence gathering was quite difjìcuìt to get to grips 
with..." 
(Police Constable) 
The majority of officers did not have a link with their agreed priorities, hence the 
évidence was being gathered and collected in isolation. Düring one to one interview 
sessions, when further explanation was given, officers soon understood the concept of 
what and how évidence should be collected. 
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'Y didn 't realise that it was thaï simple. " 
(Police Constahle) 
However, there was a considérable amount of suspicion on the use of the word 
"évidence". There was also a perception that officers ffom busy stations would be 
able to collect more évidence in comparison to officers on quieter stations. 
Therefore, officers at the busier stations would be at an advantage. The analysis of 
data indicates that this perception was not rational. For example, during the 12 weeks 
of pilot study the maximum number of "évidence hit" by a particular single officer 
was 86 (see Appendix 'T"). This officer was stationed at Royal Naval Armament 
Depot (RNAD) Coulport which is perceived to be a quiet station. On the other hand, 
the least number of "évidence hit" was 4, this was from an officer also from RNAD 
Coulport. Whilst an officer from a perceived busy station Her Majesty's Naval Base 
Devonport provided only 13 pièces of évidence. This demonstrates that it is the 
individuai officer who is at variance and not the station. 
"/ learnt a tesson that the First Reporting Officer must 
regutarly examine évidence sheets and give guidance and 
support to the officer on a fréquent basis. " 
(ìnspector - opérations) 
Location of évidence log 
Many officers wanted a fïrm steer on who should hold the évidence log and where it 
should be kept. Officers were uncomfortable with the idea of holding their own log, 
as many felt that if the évidence gathered suggests that an individuai is not 
performing, then the log could easily be misplaced. Further, there was some 
uncertainty on who should have sight of the individual's performance évidence and 
who else should be able to write comments. 
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Format of évidence log 
Düring the pilot stage, the style and format of évidence log was purposely leti for the 
individuai officers to decide. Many officers found this process unhelpful and wanted 
a clear steer on the format of the évidence log. Some officers took the initiative and 
incorporated changes in the format for collection of évidence, which best suited them 
and their station's need. 
Objectivity of the report 
When the pilot programme began, over half of the respondents had réservations over 
the quality and fairness of évidence log entries. They felt that self-assessments by 
individuais might lead to recording of false higher competency levels and only 
positive virtues. On the other hand, the Supervisors would enter negative évidence to 
counteract the perceived false enhancement of self-assessment. This would create a 
relationship of them and us, which would encourage mistrust. Data gathered from 
Humberside Police indicates that their PDR encourages this type of delineation. 
Düring the second survey the analysis of data showed that in ali 821 "évidence hits" 
(see Appendix "I") were generated during the pilot phase. Only one piece of évidence 
was at the highest competency Level 7 whilst 4%, that is 32 "évidence hits", were 
recorded at Level 3 which indicates deficiency and requires training needs. Six 
competency Levels were altered by the Supervisors during their endorsement, ali were 
enhanced by one Level with the exception of one, which was increased by two 
competency Levels, from 3 to 5. This demonstrates that the officers' self-assessment 
were recorded low rather than high. Therefore, the perception that officers would 
falsely enhance their performance recording was not correct. However, it was 
essential that all Supervisors carefhlly monitor the évidence gathered by the individuai 
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officers. The average range of competency levéis given for evidence fell between 4.7 
and 4.9 of the normal distribution curve and within the standard deviation. Seventy 
nine percent of respondents said that the method of writing evidence log helps in 
objectivity. This had risen by 26 points during the pílot period. There was an 
overwhelming support that appraisal must be based on evidence. 
"Here at ... we are committed to the future success of the 
PDR scheme wilh all APT officers carrying evidence logs 
to ensure that if this scheme is successfully initiated in 
Year 2000 then all their reports mil be 100% evidence 
based." 
(Inspector - SPO) 
Competency levéis 
Over three-quarters of officers, in particular, at constable rank, found it difficult to 
meet the higher generic competency levéis, because they did not normally perform 
their role at that level. For example, competency Level 7 in Communications skills 
states, ".. . effectively commands and directs major or operational briefings". 
According to constables, they are not allowed to take command of operational 
briefings, as this is a role of superintendent and above. Whilst an officer of chief 
superintendent or superintendent rank would be expected to normally perform their 
role at competency level 6 or 7 and will achieve these higher competency levéis with 
relative ease. Henee, the competency levéis were seen to be unfair toward lower rank 
officers as their job role would not expose them to demónstrate higher competency 
levéis. Nevertheless, there was strong support for the use of promotion assessment 
centre's normal distribution curve grading 1 to 7 as 66% of respondents stated that 
these competency levéis were effective. 
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Developmental plan 
One third of the officers were reluctant to identify areas for their performance 
deveJopment. Officers suggested that if an individuai is performing at competency 
Level 4 and above there should be no need for a Developmental Plan, because if an 
officer is performing at the optimum levels then what is the purpose of the 
Developmental Plan. This should be restricted and applied only to officers who are 
under performing or who wish to go for promotion or for the speciahst jobs. 
"Düring discussion with them l knew this was an area for 
concern ... when the PDR is implemented this area will 
require close monitoring and training to change the 
culture of suspicion . on recording areas for self 
development. " 
(Shift Inspector) 
The message was that if we are doing OK then the Force should leave us alone and 
concentrate their energy and resources on officers who fall within the above 
mentioned three areas. In my opinion this is a shortsighted view and makes an 
assumption that the Force, Stations and Departments are static. Performance which is 
OK for today may not be OK tomorrow or the next year because the Force has moved 
on and the expectations may be différent. The following statement makes the point 
clear: 
"Remember Best will not be Best forever. " 
(Author) 
This is endorsed by Moore (1999, pi ) who said, "I can't believe that managers would 
not want to develop their people.'" 
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Shift in offìcers1 perception dur big the pilot programme 
86% of respondents understood the PDR system - A positive shift of24%. 
The resuit showed a significant increase in the understanding of the PDR system. 
Respondents felt that the new system would reap great benefits after initial difficulties 
in implementing the system have been overcome. However. 1 feel that this is not a 
true picture. I make my statement based on what I observed during my one to one 
interview. In my view, ofìicers who made these comments genuinely believed that 
they understood the PDR system but when I questioned them, there were gaps in their 
understanding. 
64% of respondents reported that their policing priorities are linked with their locai 
policing pian - Very slight positive change. 
There is a slight overall increase in the resuit but not significant. Most respondents 
were confident that their policing objectives were closely linked with locai policing 
plans and OCU objectives. This, again, was contrary to what I had observed where 
there was strong indication that the force policies and station stratégies were mis-
aligned and therefore difficult to implement. 
85% of respondents are satisfìed with their policing priorities - positive shift of 24% 
satisjìed / very satisfìed. 
Many respondents commented that the agreed policing priorities did not relate to the 
daily task. However, there was a significant improvement in the results since May 
1999 which showed that they were satisfìed with their agreed policing priorities. I 
had diftìculty in accepting such a large shift in opinion considering that priorities were 
difficult to write, because the LPPs were not effective. 
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Conclusions of the pilot programme 
Some concerns have been raised about the amount of time required to complete the 
evidence log and the use of generic competency levéis for the core skílls. The 
evidence gathered does suggest that many users had difficulty in understanding the 
link between the LPP's, priorities, core policing skills and method of evidence 
gathering. Earlier I had assumed that the LPPs were effective, realistic and linked to 
the organisation's corporate plan. The pilot study provided evidence that this 
assumption was flawed. However, the overall findings indícate that there was a 
strong support for the PDR model appraisal system. 
" / f is a more fairer and focused system where the 
individual records their own performance throughout the 
year. " 
"I have overall responsibility for its completion and 
therefore can use it to highlight my performance to my 
henefit. Any comments from the Une managers which are 
detrimental musí be evidenced -1 have no complaints!" 
Recommendations 
Based on the fíndings I carne to the following recommendations: 
1. That LPP's may be substituted for another plan. Priorities may be linked to 
Forcé Policies, Forcé Key targets, Management Information Reports Performance 
Indicators, OCU and Stations Plans and Job Profiles. 
2. The words "Evidence" and "Evidence Log" should be replaced wíth 
Supporting Information (SI). 
3. SI forms should be provided so officers are able to follow an approved format. 
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4. The SI's Forms should be designed so that each core skill can be évidence 
separately. The Sis should be collected using a duplicate document. The first 
reporting officer should keep the original in secure possession, whilst the individuai 
ofiBcer should retain the copy, in their Professional Development Portfolios. 
5. Officers should be required to provide a minimum of three Sis per week 
spread across the core poücing skills for their ranks. 
6. The PDR process including Sis should be inspected during the Force 
Inspectorate's visit to OCUs and Stations. 
7. Guidelines and examples should be provided in the proposed PDR Manual of 
Guidance to help offìcers understand what évidence is required for the PDR process. 
8. Chain of command should be able to sight individuai offìcers SIs and make 
evidenced observations. 
9. Evidence will be predominately gathered by individuai offìcers and by their 
first reporting officer. lt is the First Line Reporting offìcers' responsibility to ensure 
that the SIs are sufficient. valid and reliably graded. In addition, peers, subject to 
individuai offìcers' consent, may record on Sis. 
10. Generic competency levels should be changed so that each police rank has its 
specific competency levels. 
52 
U . All officers should be required to provide a Developmental Plan, which 
demonstrates their ability of continuous enhancement of their skills. 
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CHAPTER 7 
REVISING THE APPRAISAL SYSTEM 
Changes to PDR appraisal system 
The Sponsor accepted all of the recommendations and subsequently the pilot 
programme's findings were presented to the AMB members for their endorsement. 
The CCMDP supported the recommendations but raised the issue of the requirement 
of three Sis per week as indicated in recommendation Number 5. AMB members 
shared CCMDP's concerns about the time that it would take to write three Sis per 
week. I consulted the pilot programme officers and came to an alternative 
recommendation to reduce the Sis to one per week, but allow the scope to 
demonstrate maximum of three core policing skills per SI. This was accepted by the 
Force. 
I now had to work through the recommendations and make changes to the appraisal 
process, before the implementation phase. The key points were, the conversion of 
generic competency levels to specific levels for each police ranks and the design of 
the new Sis Forms. I realised that this was going to be a major task. 
Changes to the competency levels 
I was grateful for my earlier planning during the pilot programme. The emerging 
findings had given me a steer that there would be a requirement for conversion of 
competency. I had earlier commenced working in collaboration with Police Officer 
"T" of Gloucester Police and had negotiated his firm commitment to be the external 
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evaluator for the PDR appraisal process. He was eminently qualified, he had a 
Master's degree in evaluation and had a professional qualification along with the 
experience to undertake this task. He had in the past worked for the MDP during the 
design of the assessment procedures for the PTC training courses and had developed 
a professional credibility with the organisation. In June 1999, I met with Police 
Officer "T" and took him through the proposed PDR model and the significance of 
the competency levels as required by the step four of the model. His task would be to 
convert the generic competency levels to specific ones. I worked in collaboration 
with Police Officer "T" and the task took well over five months. Frequent e-mail 
communication was used to ensure that we were jointly working on the same version 
of the competency levels. On completion of the specific competency level, I included 
two further issues. First was at the recommendation of HO Patten Commission's 
(1999) report, that awareness of Human Rights issues should be an important element 
in the appraisal system. The second issue was based on HMIC (1998) 
recommendations that appraisal procedures must contain specific assessment criterion 
on officers' performance in relation to the handling of racist attacks and other 
diversity issues. Each draft version of competency levels were tested with 
operational officers. The copy of the final draft was sent to the Defence Federation 
and the CDD for their endorsement. During this process, two competency levels on 
"Professional and Ethical Standards" had to be removed. These were "Attendance 
record inconsistent, with period of lateness and self certificated sickness" and 
"Maintains a level of fitness consistent with role requirement". The Defence 
Federation argued that the sickness issue should be addressed separately through the 
recently published Force sickness strategy. Whilst the CDD argued that currently, no 
police service has a fitness standard policy except for new recruits and officers 
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transferring to specialist posts, for example, to Tactical Response Force or 
Operational Support Unit for public order. I was reluctant to remove thèse Statements 
but feit that as there were no national guidelines available, I would have difficulty in 
getting the competency levels endorsed. So, for the time being, I withdrew the two 
competency level Statements. The next phase of endorsement was through the Force 
Equal Opportunity section. Hère, I experienced delay due to non-availability of the 
Equal Opportunity Advisor. she had unfortunately gone on long-term sick. At this 
late stage, the task feil on me and I had to go through ali the competency levels to 
ensure that competencies did not discriminate officers on gender, race and sexual 
orientation. 
Changes to PDR Forms 
As explained earlier I had to make many amendments to the Forms. There was one 
Form, in particular the SI, which required considérable amount of development. The 
SI had to capture the évidence of the officer's performance and supervisons 
endorsement. The layout had to be simple in looks and contents. This was eventually 
achieved through the tripartite collaboration work with Police Officer "P" and the 
Sergeant from the Support Services Resource Unit. The final Form produced took 
into account the suggested requirements and this was tested with operational officers 
on secondment to the CDD. 
The 'Implementation of the rolling programme 
The pilot programme had demonstrated that this would be a crucial stage because the 
system would be initially difficult to grasp and therefore the danger of derailment by 
negative efforts of some officers. It was the CCMDP who suggested that 1 should 
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implement PDR in phases, that is OCU by OCU. I immediately saw the advantages 
in the phased implementation, particularly if the current staggered staff reporting 
approach was maintained. This would allow about 10 officers to come on stream 
every month from each OCU, thus allowing a manageable implementation of the PDR 
appraisal. However, I also detected disadvantages in this process, it would be 
February 2001 before all MDP officers would be captured in the new PDR system. 
The Chief Constable and the Sponsor argued that they did not consider this as a delay 
but rather laying firm foundations for the appraisal system to be effective, f supported 
this view and decided that the PDR appraisal system should be phased in to each 
OCU on a rolling programme. The journey time would be eight months with 13 
enroute stops to pick up passengers. This would allow a "drip-feed" system of 
officers going live on the appraisal system. The present system of reporting dates 
would remain the same that is, constables reporting start date would be the date of 
joining the Force, supervisors reporting start date would be the date of their 
promotion. Previously I had asked all the 13 OCU Commanders to volunteer to be 
the first OCU to implement the PDR process. Three OCU Commanders volunteered 
these were Uxbridge, Aldermaston, and Stafford. In consultation with the CDD, I 
decided that the first OCU should be Uxbridge, because they had a large complement 
of keen SPOs and supervisors. In addition, the PDR system was personally supported 
by the OCU Commander. The second and third OCU would be OCU Aldermaston 
and Stafford respectively. Thereafter the implementation programme was designed to 
take in the need of the geographical spread of the Force and the best use of the 
available resources. Thus OCU implementation programme would be as follows: 
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ocu Familiarisation PDR start date 
OCU Uxbridge 20 January 2000 l March 2000 
OCU Aldermaston 8/9 February 2000 1 April 2000 
OCU Stafford 8/9 March 2000 1 May 2000 
OCU Portsmouth April 2000 1 June 2000 
OCU Devonport April 2000 1 July 2000 
OCU Scotfand May 2000 1 August2000 
OCU Burghfield June 2000 1 August 2000 
OCU Aldershot June 2000 1 September 2000 
OCU Foxhill July 2000 1 October 2000 
OCU Longtown July 2000 l October 2000 
OCU CID August 2000 1 November 2000 
OCU PTC August 2000 1 November 2000 
OCU OSU August 2000 l November 2000 
MDPHQ August/September 2000 1 November 2000 
Table 2 
On 15 December 1999, this programme was published in the Force Order to ensure 
that all officers were aware of the implementation programme. 
Training package for the implementation programme 
I now had to design a training package for the delivery of the familiarisation 
programme for the OCUs. This would include, Manual of Guidance, the completed 
PDR Forms, a self-learning training booklet for officers and lesson plan for the 
familiarisation programme. Further, to produce on a rolling basis, about 60 hard 
copies of ali training package materials with a similar number of computer floppy 
disk for each OCU. By this time, I was extremely concerned whether I would be able 
to complete the design and production of the training package for the first delivery on 
20 January 2000. At this late stage, I was also informed that I had been short listed 
for the Superintendent's promotion board to be held on the 6 January 2000. Further, I 
was starting a new job with Her Majesty's Inspectorate of Constabulary (HMIC) on 
12 January 2000. Police Officer "P" was very worried that the package would not be 
ready tbr the 20 January 2000, so Ï had an additional responsibility to ensure that I 
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maintained his confidence. T tackled this problem by working during the Christmas 
break and through my annual leave days. This was in addition to my operational 
commitment as the Chief Inspector (operations) for Chelmsford Division and the 
complex role and responsibilities 1 had for Millennium night duties in line with other 
police services throughout the country. I was aware that 1 was under immense 
pressure because of the deadline. 
Manual of Guidance 
I wrote this Manual and assumed that the guidance notes would be used for two 
specific issues. Firstly, for individual officers to help them understand the PDR 
appraisal and secondly, if there was confusion on procedures, then the contents of the 
Manual would help clarify the situation. With this in mind, I had to use a different 
kind of writing style to ensure that all officers within the Force were able to 
understand the PDR procedures. The Manual was to be an authoritarian Force policy 
document and it had to be written in a particular style. The draft copies were 
critically read and validated by support staff from the CDD. The last section of 
Manual of Guidance naturally demanded some questions to, be answered, which were 
missed and not directly responded in the main text. I included 11 frequently asked 
questions so that generic concerns could be easily and quickly clarified. I had to write 
examples of some priorities and action plan, these priorities were generic so officers 
from any police station would be able to relate to them. To write these I used the 
contents of some of the priorities from the pilot programme and contextulised them to 
officer's needs. The advantage of using pilot programme's content was that these 
examples were imbedded in the real operational world of the MDP. I then wrote 
some examples of the STs for each of the priorities. I felt that three different examples 
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of Sis would be sufficient to give the reader a good understanding of the kind of 
evidence and competency levels that should be included for the achievement towards 
the agreed priorities. I had to amend some of the SI data from the pilot programme so 
that it neatly fitted with the earlier agreed priorities and action plans. These Sis were 
validated through some of the operational police officers who were attending courses 
at the PTC. PDR competency levels matrix was designed and included to give an 
overview of an officer's Sis and qualities of the core policing skills demonstrated. 
The PDR procedures for the 12-month cycle was illustrated by a flowchart. The task 
of writing was time consuming and I had to constantly ensure that all materials were 
checked for correct placement and that subsections referred to met its reference point. 
At the end, I had to negotiate with the Chief Constable to write a foreword. The 
foreword is an extract of the video message, so the Videotext served two purposes, this 
has been explained later on in this Chapter. Inclusive in the Manual were all the PDR 
forms. Additional Forms 273A (PC) were used specifically for police constables this 
was with a purpose to reduce the amount of paper used. The Forms 273A (PC), had 
one page less when compared with 273A for supervisors as constable's five core 
policing skills could be incorporated on two pages. There are over 2,500 constables 
in the Force. 1 felt this initiative would help in the yearly saving of 2,500 A4 size 
papers and associated cost. 
Self-learning training book (45 minutes) 
I wrote this self learning material for cascade training. This demanded a different 
writing style when compared to the Manual of Guidance. In here, I wanted officers to 
feel that they were on a one to one communicating basis with me. I intended to take 
them through a simple to complex process. I wanted to build a relationship of 
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partnership with the reader and write material interesting enough to help them to 
concentrate for at least 45 minutes. The duration of 45 minutes was criticai as the 
majority of officers would be undertaking this package during their duty time and this 
would invariably be during the night shift. Therefore, the attention span would be no 
longer than 45 minutes. With this in mind, I concentrated on the main issue of the 
PDR appraisal system. This was the measurement of "performance" and thus the 
issue of competency levels. The self-learning book provided an example exercise to 
work on by the individuai and respond in writing. The "book" was deliberately 
written in large font so that it was easier to read. It contained some illustrated figures 
to elicit, earlier points made. I worked in collaboration with another Police Officer 
"U" from the Guard service who had excellent computer skills which helped me in the 
illustration work. 
Lesson plan for the familiarisation programme 
I designed the lesson plan (see Appendix "J") on the basis that the delivery 
programme would be about four hours for up to 50 officers per présentation. The 
lesson plan was devised for delivery in collaboration with Police Officer "P" with the 
intention that subsequently I would hand over the responsibility of the delivery to him 
and Police Officer "Q". I worked with the two earlier documents, the Manual of 
Guidance and self-learning training book, to come up with the aims and objectives of 
the familiarisation programme. Simultaneously, I sought a small but important video 
clip that would be used during the group task to help officers to understand the 
competency levels. I went through the videotape library held at the MDP Audio 
Visual Department and Police Staff College Bramshill which housed over one 
thousand videos but none of the video clips were useful for the exercise. Earlier, 1 
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had abandoned the plan ío produce an in-house training video due to time and quality 
constraints . Finally, I used my network contact and sought some video clips from 
the National Pólice Training, Harrogate. Their resource department provided me 
with two small clips, only one clip was useable and this was from "The Bill" 
televisión programme and nicely complemented with my proposed group task 
exercise. The video clip was six and a half minutes long (see Appendix "K" - box). I 
obtained the clearance of copyright through the BBC education licence agreement, 
which the Audio and Visual Department subscribed on behalf of the MDP. The 
group task exercise was about the assessment of competency levéis for the 
"Personnel and Ethical standards" and "Communication" skills. I tested the task with 
some pólice officers and civilian staff to ensure the reliability and validity of the 
exercise. I then altered the task sheet in response to the feedback, the appraisal result 
feli between Levéis 2 and 3. This was a good guideline indicator tbr me. In addition, 
to demónstrate the Chief Constable's commitment I felt that his statement on a vídeo 
clip, of no more than three minutes should give a firm steer to the implementation 
programme. I had negotiated with the Chief Constable for the production of this 
video clip and he asked me to write the script. 1 worked in collaboration with Pólice 
Officer "P" and was amazed, how quickly I was able to write the text for the Chief 
Constable's video recording. Arrangements had to be made with the Forcé Audio 
and Visual Department to record the presentation. This was professionally carried 
out and the Chief Constable used the newly purchased autocue. This made a 
tremendous difference during the reading of the script, as he was able to maintain eye 
contact with the audience. CCMDP gave an upbeat message on the PDR with his 
endorsement of the PDR appraisal system (see Appendix "K"). As explained earlier I 
used the key text of the video message to write the foreword for the Manual of 
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Guidance. I then placed the salient points of the lesson plan on computer 
"PowerPoint présentation" software. I had a few dry training runs with Police 
Officer "P" to ensure that the learning points were easily drawn out for the audience 
to understand. 
Copies of the training pian materials 
These were ali placed on computer floppy disks in the format as required by the 
Force. For example, the PDR Forms had to be saved and protected in ".dot" format. 
This ensured that when downloaded on "g" drive of OCU station's computers, 
officers would not be able to alter the structure of the Forms. One hundred and fìfty 
floppy disks were copied, one for each police station, they were labelled and marked 
to ensure that the SPOs received them against their signature. One full set of hard 
copy, disk, and videotapes was personally handed to the Sponsor as the final product 
of the PDR project. Video copies were made of the Chief Constable's statement, one 
for each of the 13 OCU Commanders and the PDR Support Officers, so that other 
officers will view and listen to the Chief Constable's personal commitment to the 
PDR appraisal process. The PDR Support Officers role has been explained in the exit 
strategy section. Sufficient hard copies of the Manual of Gnidance were produced 
through the Reprographie Department and placed in folders for each SPOs who 
would be attending the familiarisation programme. I was finally ready to go ahead 
for the Implementation on the agreed date of 20 January 2000. 1 felt that the work 
involved and achieved, demonstrated my capabilities to undertake simultaneous 
major tasks and see it through to an effective conclusion. Further, it evidenced my 
ability to manage and operate under pressure with very limited resources. 
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Delivery of OCU PDR familiarisation programme 
The first delivery was conducted on 20 January 2000 at Mill Hill station in OCU 
Uxbridge. The familiarisation programme delivery was intensive and I had an 
audience of about 40 SPOs ranging from sergeants to chief inspectors. Three days 
before the delivery I was informed that, the laptop computer was not available. On 
short notice, I had to arrange for a personal loan laptop, which included the 
PowerPoint version four facilities. I was promised that the training facilities would be 
first class, however, on the day I discovered that the présentation room was not 
comfortable. The room lighting was bright and did not allow for adjustments for an 
effective projector présentation and the adjacent partition doors had to be kept shut. 
The room was cold and it was a frosty day. The chairs were of basic design and very 
uncomfortable for officers. Nevertheless, despite the resource inadequacies, the 
familiarisation programme went rather well. I was satisfied with the outcome and 
during the question and answers session, I was able to ascertain the level of 
knowledge gained by the officers. At the end of the programme, Police Officer "P" 
and I got a standing ovation from the audience and the OCU Commander. 
The second familiarisation programme was delivered at OCU Aldermaston on 9 
February 2000. Due to operational commitment, this was carried out in two sessions, 
one in the morning and the other in the evening. The moming session had 20 officers 
from sergeants to chief inspectors. Contrary to what I experienced at OCU Uxbridge 
the resources here were first class, for example, various training materials were 
available. The laptop and screen gave a perfect image to the audience, the chairs were 
comfortable with a nice bright room conducive to learning. However, the delivery 
was more difficult as the police culture here was generally negative and there was 
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résistance. This was highlighted when on two separate occasions I had to make clear 
to one chief inspector and one sergeant that the PDR is a duty and has been endorsed 
by the CCMDP and the Fédération. I was sad that I had to use the bottom line on 
thèse two officers because of their personal agenda against the Force. However, I was 
fully aware that some officers would display this kind of negative attitude as earlier 
identified in the findings of the initial survey. I feit that thèse particular officers 
would be given direct order to provide the service. In the evening there were another 
10 officers, this session was delivered by Police Officer "P" and Police Officer "Q". 
Earlier Police Officer "Q" was silently participating during the morning session with 
me. My intention was that from now onwards both thèse offices would deliver the 
OCU familiarisation programme and I would take the rôle of a consultant for the 
programme. Both the officers were comfortable with their responsibility for the 
delivering of the programme. This was supported by the Sponsor. He feit that the 
accountability of the appraisal system within the Force rests with the CDD and 
therefore, quite rightly they should now take this responsibility. I feit stränge and 
there was sadness that after nearly three years of my hard work I was now handing 
over the responsibility of the programme to another department. 
Exit strategy 
My exit strategy was to take a lead rôle in the delivery of the first two OCUs 
familiarisation programme and then hand over to the CDD, Therefore, from 1 March 
2000 my work with the project ceased. I anticipate that the rolling programme would 
be completed for ail OCUs by July 2000 and for the headquarters' staff by September 
2000. The familiarisation programme will cease as of this date. Thereafter the 
responsibility for the maintenance of the programme will be through the appointed 
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OCU PDR Support officers. Twenty OCU PDR Support officers have been appointée! 
covering ali OCUs. Some of thèse officers were the original OCU workshop 
représentatives. The responsibility of an OCU PDR Support officer is to ensure PDR 
cascade training and the self learning book is carried out for ail officers within their 
OCU. Thèse officers are therefore the first point of contact for PDR appraisal training 
and issues within their OCU and have direct link with the CDD. The intention is to 
have a yearly conférence with ali the OCU PDR support officers hosted by the 
ACC(P&T) to seek ways and methods to continuously improve the Force's new PDR 
appraisal process. I have also recommended to the Sponsor that an évaluation of the 
new appraisal system should take place beginning June 2001 by an independent 
consultant. I have suggested that the évaluation should ascertain: 
1. Effectiveness of the PDR appraisal process; 
2. Satisfaction on the agreed policing priorities; 
3. ObjectivityoftheSIs; 
4. Effectiveness of the competency levels; 
5. Overall distribution of competency levels, évidence ofappraisal error, that is 
obvious examples of positive or negative skew or central tendency; 
6. Simplicity of the PDR appraisal procedure; 
7. Performance measurement providing a meaningful appraisal. 
Marketing of the PDR appraisal system 
Throughout the PDR project, at each criticai junction of the implementation of the 
programme, key department and personnel were consulted. Thèse included the 
Defence Fédération member, Equal Opportunity Advisor, Chief Constable and the 
Sponsor. Présentations were given to the Operational Commanders and Senior Police 
Officers at their annual conférence, AMB members and to the Defence Fédération. 
Progress reports were published in the Force Orders and the Force magazine "Talk 
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Through", ensuring that ail officers were aware of the PDR programme and its 
progress (see Appendix "L"). 
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CHAPTER 8 
OVERVIEW 
Own critical reflection 
The PDR project had cut right across the culture barrier of the MDP. I realised the 
enormity of the project and its power and strength when I presented the findings to the 
AMB members. At this advance stage of the project, I felt in the ambience a 
reluctance to endorse the final phase of the implementation of the project. For 
example, for the first time the issue of cost was raised, I was informed that five 
minutes needed to write up one SI would amount to an average of £1 Million per year 
for the whole Forcé. However, I argued that the PDR replaces the existing ASR 
systcm and the cost estimation was not realistic. This reluctance gave a strong 
implied message, 'this is something very big and dynamic". The shift in the power 
base towards constables was an uncomfortable thought. I discovered similar implied 
reluctance on every occasion when I carne to say "over to you'\ for example, at the 
delívery of the implementation programme. I do understand that there is always some 
fear of the unknown when changes are brought about, but 1 had not expected this ffom 
the AMB members, who are after all the slrategic thinkers and planners of the 
organisation. May be they had not understood the concept of the PDR process 
completely. Nevertheless, in the end CCMDP saw through the issues and as a 
dynamic leader gave me full support for the implementation of the project. I was still 
surprised when the Sponsor later said to me "you will learn" referring to the snifting 
position of the AMB members. 
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Teamwork processes 
On reflection, four members as a team was a large number for collaborative work. In 
addition, the two-team members were trainers and I was the line manager for one 
ofKcer whilst Police Officer "P" was the line manager of the other officer. I 
discovered that the trainerà focus of attention was very narrow and they were unable 
to undertake work outside the training arena. For example, during the workshop 
phase when the officers were having difficulty to grasp the PDR process, I was 
prepared to run with some outstanding issues, leaving it purposely open, and allowing 
the pilot programme to come up with the solutions because I wanted the ideas to be 
generated from operational fields. This was not viewed helpful by one traîner, who 
had only at a later stage understood the concept of the PDR appraisal but now wanted 
to deliver the programme in a prescriptive manner, contrary to the adult learning 
process. At this stage, I realised the narrowness of their skills. Additionally, I felt 
there was a power struggle where one trainer was using the assertiveness to 
demonstrate perceived capabilities of higher order conceptional skills. On many 
occasions I had to explain and explore issues with them so that they understood the 
appraisal process. This had to be done in small steps as issues tended to run away and 
I had to constantly bring them back on track. I accept that people have diffèrent 
learning styles and that it is extremely important to allow time for individuals to learn. 
Initially, it may appear to move rather slowly and this can be trustrating but at the 
end, the whole event picks up momentum and races faster then originally anticipated. 
The lack of understanding of the principle of adult learning by trainers, as suggested 
by Knowles (1983), meant that I had to take additional level of responsibility for 
others. However, due to unforeseen circumstances, as explained in the later section, 
the team was reduced to Police Officer "P" and myself. 
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The problem of changing beliefs and attitude 
I am aware that the process of changing beliefs within an organisation is extremely 
difficult. To understand changing beliefs, I feel one needs to know the hierarchial 
order, which is behaviour, attitude, values and beliefs. It is easier to change behaviour 
than attitude in a person and likewise it is easier to change attitude than values of an 
individual. Therefore, attempting to change beliefs is a mammoth task and whether 
anyone can really achieve this, considering the time it takes in a large organisation for 
any meaningful message to filter through. Pohce service recognises this enormity and 
the ACPO police service statement (1990), puts a line under values, and states what 
attitude and behaviour it expects from the police officer. Whilst the Police Training 
Council strategy identifies knowledge, understanding, skills and attitude that is 
required to perform the policing role. Therefore, through the PDR appraisal system I 
have attempted to enhance knowledge and understanding of officers and through this 
process change their behaviour. As Renway Consultancy (1997) describes in their 
training pamphlet, behaviour is the combined effect of the individual's personal 
characteristics (perception, attitude etc.) and surrounding situations (environment, 
culture, style, technology, etc). Both elements are capable of significant and lasting 
change. In my view, the cycle of behavioural change, which has been initiated by the 
PDR, will have a major impact on the officers attitude. My expectation is that the 
collective change in the attitude will have significant impact on the values held by the 
organisation. Each stage will take time to progress, however, my past experience 
within the Training Centrę (Manghnani and Verma 1994) demonstrated that change in 
the attitude of the staffis a slow process but once it starts moving it picks up its own 
momentum and various champions are bom who are able to drive the process 
forward. Accepting this experience, my initial priority was to place the appraisal 
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system at the heart of the organisation, f also felt that to a large extent contro lied or 
forced behavioural changes within a disciplined organisation, such as police service is 
relatively simple. However, forced behavioural change requires a constant custodian 
watching approach. This has never effectively worked because as soon as you 
withdraw the pressure, the situation reverts to its originai pattern and sometimes goes 
backward with a vengeance. Control Systems have never been successali in the police 
service, as evidenced by the requirement of the introduction of Police and Criminal 
Evidence Act (1984). However, if officers are empowered to bring fundamental 
changes in the power base within its hierarchical organisation, the change could have 
dramatic effect. If the officers see the benefit of the PDR appraisal system where they 
are in control of their performance assessment then this can create synergy and have 
major impact. On the other hand, I discovered some SPOs gave just superficial 
support. Thèse officers were initially very keen about évidence and objectivity of the 
appraisal system but now did not want to take an active part. Maybe they realised that 
the appraisal was more transparent and that they were required to take responsibility 
for their own performance. Evidence gathered suggested that these officers then 
attempted to discredit the PDR system by stating that it was bureaucratie or that there 
was too much paper work involved. Moore (1999) responded to similar complains 
from his officers by suggesting to focus on the issue he said, this was not about 
bureaucracy but about performance delivery. This attitude even extended to the 
senior rank officers. The message was, "I will sit, wait, and then criticise the 
appraisal". They did not want to take their responsibility for development, 
progression or identification of the performance. I realised that I was dealing with 
cultural issues of the organisation and the best way forward was to identify champions 
such as the OCU PDR Support officers and empower them to commence the 
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implementation process, OCU by OCU. This would aîlow those keen officers to 
provide a service to their colleagues with a purpose and their work would be 
recognised through the publication of a Force Order (2000). This would marginalize 
those officers who were against the PDR process. I suspect the majority of thèse 
officers are poor performers and at présent are hiding their unsatisfactory performance 
under the current ASR. In my view, the big ball had started to roll and the momentum 
generated would have phénoménal effect on the organisation at operational level. 
How my rôle changea during the PDR project 
Initially my rank and position as the Head of Training gave me advantages. I was 
able to pick the trainers as the team members for the project. My daily contact with 
them gave me the opportunity to work closer with the team. I was able to ensure that 
work allocated was such that they were able to give sufficient time towards the 
project. I was also readily avaüable for Police Officer "P" as his department was 
within Walking distance. As explained earlier he became the key player with whom I 
worked in close collaboration during the design and the implementation of the PDR 
appraisal system. However, unexpectedly there was a change of my line manager at 
the Training Centre. Within six months, Ï had to expérience two différent line 
managers. I had not foreseen the effect of this change on the PDR project or on 
myself. For example, at very short notice I was required to cancel PDR project team 
meetings. On another occasion, during the appraisal présentation to the Sponsor, at a 
criticai phase of the PDR project, Police Officer "V", suggested that the findìng of the 
initial survey was not unusual. He was referring to the 25% satisfaction level with the 
existing ASR and stated that any other external organisations would corne up with 
similar response satisfaction rate. I was astounded that he considered less than 25% 
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satisfaction rates as normal. Whilst Police Officer "W" did not want grades 1 to 7 as 
competency levels but instead preferred the option of having two grades, contrary to 
the finding of the initial survey. I was also concerned that the Sponsor, who was aî 
the présentation, did not voice any objections. This implied lack of support meant 
that my task had now become more complex. Therefore, I had to tackle problems in 
novels ways to go around the hierarchal power position and still keep my professional 
integrity and ethics. On many occasions, I felt under a great deal of pressure. This 
was in addition to other issues I had to deal with whilst running the Training Centre. 
The negative dialogues from the higher rank line managers meant that I had to 
formulate solutions to maintain the pace of the project. 
Simultaneously, my own career progression had come to a halt. Earlier I had applied 
to the HMIC for the job of the staff officer, however, my application was not even 
paper sifted. I was left very confused as I feit that I had the necessary skills and 
attributes to take this new job role. At this stage, I discovered that there was very 
little genuine support from my line manager. However, I managed to keep the PDR 
project on its running track, albeit, at a much slower pace. Meanwhile, 1 appealed to 
Her Majesty's Chief Inspecter of Constabulary (HMCIC) against the décision on the 
paper-sift, this produced a dramatic change in the direction of my career. I had a 
written response to my appeal from the HMCIC who also consulted the CCMDP and 
suggested that I should be very quickly given an operational role at a senior position. 
He said that the MDP was doing a disservice by keeping me for so long at the 
Training Centre. Simultaneously I had asked for a transfer from the Training Centre 
as l had completed nearly 3 years. The combination of thèse two created an 
opportunity and in March 1999,1 was seconded to the Essex Police as Chief Inspecter 
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(operations) for the Chelmsford division. This was the first time that an officer of 
chief inspector's rank was seconded to the HO Police Force from the MDP. This was 
specialised work, as 1 had to carry out the police operational responsibility in a 
different organisation. My learning curve was very steep and it required 
interdisciplinary approaches and understanding. I still had to maintain the momentum 
of the PDR project, which now was outside my main stream of job role and 
responsibilities. This situation was unpredictable and I experienced being at the heart 
of the issue but operating from outside the organisation. This meant that I did not 
have any direct control on the project team members and they viewed the change as 
the beginning of lack of my influence and enthusiasm on the PDR project. I had to 
develop new approaches to deal with this new situation. I had to undertake work 
during the period of my rest days that I had accumulated for working weekend duties. 
This allowed me to work re-rostered rest days during the week, for example, on 
Tuesdays or Fridays. This was of great assistance, however, on reflection I now 
realise that I was working under intense pressure. This was further compounded by 
my Chelmsford Divisional Commander unexpectedly retiring from the police service 
in September 1999. Hence, until his replacement, I along with the detective and 
support chief inspectors within the Division had to take on the additional 
responsibility of a Divisional Commander, in rotation. For me this continued until the 
end of my secondment with the Essex Police. Unfortunately, during the same time, 
two members of the PDR project team had unforeseen domestic issues which meant 
that they were unable to cope with this additional responsibility. The domestic issues 
were of such intensity that they went sick for a considerable amount of time and were 
away from work. Under these circumstances, I was concerned at their ability to 
support the project and reluctantly withdrew them. I independently evaluated the 
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position of the project and decided that as the main thmsî of the project related to the 
appraisal system, if I worked in collaboration with Police Officer "P M with greater 
intensity, I would be able to move the project to reach its destination. I also feit that 
this had advantages too, for example, as there was only two of us we should be able to 
move much faster. Additionally, as explained earlier the overall responsibility of the 
Force appraisal system rested with the Career and Development Department and 
therefore Police Officer "P" quite rightly had a stake. As I continued to work in 
collaboration with Police Officer "P", I established a modified paradigm by fostering 
a powerful, synergy for the project. This was because he was a complete finisher of 
the task. Whilst my style and strength had been in concept formation, a planter and 
reflective practitioner (Schon 1987). The combination of thèse two différent styles 
had a profound impact on the progression of the PDR project. It boasted the pace, to 
the extent, which even I had not envisaged. I found Police Officer "P" was always 
honest about the limitation of his ability, in particular, when the project moved from 
known to unknown area. This was underpinned with his professionalism and 
integrity. He was a fast learner and would very quickly catch up. I had to constantly 
push myself to the next issue of the project as he had completed the previous task, 
thus I made professional use of Police Officer "P" to support self-directed learning. 
For the first time I had worked with another colleague of the same rank without 
tension. The reason may have been that both of us worked on our strengths and 
accepted each other not as competitors but as true collaborative partners of the 
project. This was unusual as my expérience within the MDP had been that one 
needed to protect ones work as there is a tendency for the line manager's to seek 
ownership and praise for the work which they had not carried out, ignoring the efforts 
made by the individuai concerned. The project helped Police Officer "P" to develop 
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his reflexive inquiry and enhanced his skills on training delivery (see Appendix "M"). 
The original team member, Police Officer "Q", has now rejoined the team for the 
purpose of delivery of the familiarisation programme. The perceived initial traîner 
skills superiority by this officer. in particular, towards Police Officer "P ' \ who did not 
have trainer skills, disappeared and I felt that the two would deliver the other 
famiUarisation programmes effectively working as one team. This process can be 
justified as bases for improvement in practice. Meanwhile being temporary outside 
the organisation gave me another advantage, I now had a direct link with the Sponsor 
and I did not have to go through my line manager in the MDP. This facilitated the 
project immensely. I was able to brief the Sponsor at each critical stage and he 
supported the project by giving me full responsibihty. With no other obstructions, the 
project moved rapidly. In October 1999 my career, progression had another change. 
I once again apphed to join the HMIC. This time I was short-listed and was given the 
job of team leader for the HMIC's thematic Inspection on "Winning the Race III". 
This was a temporary promotion to superintendent and would commence on 
completion of my existing secondment with Essex Police in January 2000. Events 
thereafter moved much faster, on 6 January 2000, I had my Force promotion board, 
and I was the top successful candidate. My rôle with the HMIC commenced on 12 
January 2000 and I was immediately promoted to substantive superintendent rank. I 
reflected on my performance and discovered that the impact of my career progression 
on the PDR project was two fold. Firstly, I had a burst of energy to progress the 
project to its completion. Secondly, my higher rank meant that I was elevated and 
now the path was clear of hierarchial obstruction and 1 enjoyed a much closer link 
with the Sponsor and was able to brief him on the political implications of the PDR 
project. On reflection, I learnt the impact of hierarchial rank within the police service. 
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For example, politics play a significant rôle when one is working on strategie projects. 
which has been initiated by someone like me who sits half way up in the organisation. 
On many occasion, I felt that the complexity of politicai implications meant that the 
project came to close abandonment. If that had happened, I am convinced that the 
whole project would have been shelved for at least another two or three years or may 
be even longer. It would then require an impetus, for example, the HMIC inspection 
to resumé the joumey. Therefore, I felt a tremendous responsibility to contribute to 
the PDR project despite, as described earlier, getting negative support for the project. 
In my view, by planning and effectively managing the project it gave me great depth 
of knowledge of an inter-disciplinary nature in a complex disciplined organisation. 
How I have been affected 
It has been a hard and a lonely journey for me. In spite of collaborative work and 
subséquent late support by the Sponsor, I had to take the lead to constantly and 
continuously push the project to its destination. On many occasions, l had a feeling of 
giving it up, as I could not find compelling reasons for taking this additional 
responsibility. It was not my départaient, the appraisal was not my portfolio and \ had 
enough of my own policing tasks to perform. However, the project was entirely left 
to me. I questioned myself for the reasons to continue with the project but I have 
been unable to answer. It may have been as mentioned earlier to take up a challenge 
or the possibility of obtaining 180 crédits at level 5 or to help my police colleagues or 
other Forces' colleagues who felt discriminated due to the subjectivity of their 
appraisal system. On reflection, I feel it was the combination of ail thèse issues. 
Nevertheless, the completion of the whole project has left me on a high. It 
demonstrates my autonomy and the capabilities of undertaking high-level 
77 
responsibility within the bounds of professional practice. This was further endorsed 
when I delivered the first familiarisation programme to OCU Uxbridge. There was an 
excited buzz among SPOs and supervisors, who gave me public ovation and personal 
support. My concerns for the future are, wül the Career and Development 
Department effectivefy monitor the PDR appraisal system and will the Forcé sponsor 
the evaluation programme in June 2001? At this stage, I am unable to respond to 
these questions. 
The Level at which I have worked 
The PDR project exposed me to the highest level within my organisation. I had to 
engage in professional communication with the CCMDP and members of the AMB. I 
gave presentations to the "critical communities" for the development of the project to 
management members of the Defence Federation, OCU Commanders and SPOs. At 
the same time, to ensure the operability of the PDR project, I deliberately worked 
closer with operational pólice officers and included officers predominately from 
constables to chief inspectors rank. What I learnt was the complexity of negotiating 
and delivering of impactive work when one is dealing at difterent levéis. I learnt that 
for eftectiveness it is essential. fírst to understand the level of the operability of the 
community and modify the structure, without losing the theme, so that it hits the 
understanding level of that particular community. In practice, this is a complex skill 
to deliver. I experienced this during the PDR pilot programme when I was 
negotiating with constables on changes to the PDR appraisal system. In general, these 
officers were keen and enthusiastic, but that only extended as far as their own world 
of responsibility, current role and work. They were not interested on strategic issues, 
for example, how the project would impact the whole organisation. On numerous 
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occasions, I felt frustrated as many constables and sergeants were more than happy to 
be led rather than take lead when the opportunity was given for bringing about 
change. One sergeant during my interview was very keen on identifying the problems 
that he would encounter with the PDR process. For example, he felt that it would be 
left to him to write evidence for his constables because he would find it difficult to 
ask them tó write evidence of their performance. When I asked him what he would 
suggest, he was most annoyed that I was asking him to provide a solution for his 
problem. Many operational pólice officers had this kind of mindset, which included 
even chief inspectors and superintendents. In my view, this was a reflection of the 
lethargic culture the organisation has entwined itself. These twines of culture would 
have to be individually unwound and it could not be done overnight. This was 
accepted by the CCMDP. However, given time for the PDR system to embed itself 
within the foundation of the Forcé, then I feel slowly but surely each culture twine 
would be unwounded. 
The professiona! impací of this project on the MDP 
I discovered during the implementation phase that there was a mind block. Officers 
who worked on perceived quiet stations felt that they do not do much in the way of 
policing tasks and what they do is mundane. Therefore, what was the point of writing 
Sis on their job performance as everyday it was going to be the same. Unfortunately, 
this mindset was also supported by their line managers who gave bigger impactive 
examples to demónstrate credibility to this argument. This was particularly observed 
at one section of AWE Aldermaston. The attitude of these officers was to blame 
every one else. Many were mentally lethargic. Collectively they formed a large bowl 
of negativity and they spiralled downwards with the intention of taking other officers 
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along. One supervisor said, "we do not want to be transferred to another station". 
This highlighted their fear and inadequacy as they had de-skilled themselves. They 
felt that the requirement of Sis would expose their inadequacy and put them under 
pressure to perform their role. During the pilot programme when I interviewed an 
officer who had similar attitude about doing mundane task. I took her through 
devising her priorities on her role and responsibiUties, she discovered how much she 
actually did and that it was not mundane. Having written her action pian, she now 
looked forward to achieving her tasks demonstrating her policing skills. I feel that 
she is now motivated towards achieving her goals. However, ofTìcers from other 
stations who perceived that they were busy with police work were very keen to write 
their Sis. Majority of these officers felt that the shackJes had been removed and they 
had a purpose for their performance, which would be recognised irrespective of who 
happened to be their first or second reporting officer. Therefore, once the officers 
start the PDR process by agreeing the priorities and the action pian they will discover 
that they are on the journey and réalise that their tasks are interesting which is 
purposeftil and helps in meeting organisation's aim and objectives. For the minority 
of officers who may stili be reluctant, they wili have no choice as the Force Order 
published gives the PDR appraisal the status of a "duty", and failure to comply with 
this order will subject that individuai to disciplinary actions. The shift in the mindset 
has begun with three OCU's familiarisation programmes completed that is nearly a 
third of operational police officers within the Force. I feel that the journey of change 
in the power base has commenced. 
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Complexity of the project 
The PDR project is the first one for the MDP. The process of collection of Sis using 
agreed tasks and then converting into generic core policing skills for measurement 
against spécifie competency levels is original. The conversion from tasks to skills 
was a difficult concept for operational police officers to understand and made the 
operability of the appraisal system complex. I had to alter the implementation of the 
PDR appraisal System from big bang approach to one of phase implementation. This 
has made the implementation programme much longer than I had originally 
anticipated. Longevity of the implementation meant that I had to ensure that the 
process was continuously monitored and I negotiated with Police Officer "P" and the 
OCU PDR Support officers to ensure that this was carried eut. In addition, I had to 
deal in operational context, a complex work environment that included police officers 
based at 120 stations in England, Wales Scotland, Northern Ireland and HQ. This is 
unique, as no police service within UK has to deal with such a diverse spread of 
police stations. The complexity of dealing with such a wide spread police force 
meant that communication was subjected to distortion, where meaning could be lost 
by the time it reaches the source. I had to carefully manage the effective 
communication process and select the appropriate tool for the implementation of the 
project. 
Underpinning learning outeomes 
Throughout the duration of my project, I have habitually reflected on others and my 
own actions with a purpose to develop a reflexive inquiry to enhance and develop my 
higher order capabilities. During my project, there has been a continuous thème of 
ethical understanding and effectively managing of my ethical dilemmas. One ethical 
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dilemma, which I experienced was the employment of an external consultant to work 
and validate the competency levels. I had suggested to the Sponsor to employ Police 
Officer "T" of Gloucester Poüce. I made this recommendation because I had worked 
with Police Officer "T" during my secondment with National Police Training. 
Therefore, I was aware of his évaluation skills and his capability. In addition, he had 
become a family friend. Earlier, I had obtained an undertaking of £1,000 from the 
Sponsor for external consultant fee. My dilemma was to ensure that I kept the 
personal friendship and professional task separate. This was not easy as it concemed 
the issue of payment. I was very uncomfortable with this and the issue of perception 
of favouritism and possibly denying other individuai or organisation to tender bids for 
this work. T dealt with my dilemma by firstly seeking in writing from Police Officer 
"T" his expected cost for providing the external consultancy work. In addition, I 
asked him to seek approvai from his Force that he was able to receive payment for 
assisting another police force on occupational work. Thereafter I briefed the Sponsor, 
I made him aware of Police Officer " T V capabilities, my relationship and sought his 
views. He endorsed my advice. I then asked the Personnel and Training budget 
manager to draw up the contracts by using the MoD's main contract branch at 
Glasgow. This would allow clear water between Police Officer "T" and myself on the 
criticai issue of payment fbr the work contracted. In the end I was not put in any 
embarrassing position as the Gloucester Police Deputy Chief Constable was agaînst 
Police Officer "T" working on payment but was prepared to loan him for 40 hours to 
undertake the task. This was supported by the Sponsor and Police Officer "T" 
worked slightly more than 40 hours and provided the Force with an excellent piece of 
validated work. The MDP saved £1,000 and in lieu the Sponsor offered the services 
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of the MDP officers should Gloucester Police required any assistance on a similar 
basis and thus help in building a network. 
Critique of the methodohgy 
1. I should have taken more care in the sélection process of the workshop 
représentatives, as subsequently some of them did not provide the service they agreed 
to. The capability of some of the officers was inadequate, however, this was difficult 
as within the Force thèse officers were perceived to be forward thinkers and wanted 
the additional responsibilities. Unfortunately, thèse officers came with their agendas, 
which did not help the PDR project. 
2. The pilot phase should have run for at least six months as opposed to four 
months. This would have given officers more time to undertake their priorities as few 
were unexpectedly transferred, some went on leave whilst others fell sick. 
To Conclude 
As I had earlier described in my study, the complexity of the project justifìed the need 
for two différent methodological approach and the production of Volume I and II. 
The PDR appraisal has now been implemented and this is going to make a 
phénoménal impact on the whole Force. The shaping of the organisational culture has 
commenced. Ï am confident that it will deal with new challenges and create an 
environment of a dynamic Police Force. I feel I have achieved through intensity of 
work, cornmitment and leadership an appraisal process which ìs originai and would be 
judged as good practice within the British police service. I make this claim on the 
basis that my current project with the HMIC has allowed me to evaluate and compare 
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the appraisal system of ali other 43 Police Forces within England and Wales. The 
whole project demonstrates and coniìrms my over-arching capability in the designing 
and implementing of a new appraisal system for the whole of the Ministry of Defence 
Police. 
84 
BIBLIOGRAPHY 
ACPO (1990) The Pólice Service Statement of Common Parpóse and Valúes. 
London: HMSO. 
Bell, J. (1997) Doingvour research proiect. Buckingham: Open University Press. 
Bloom, B. S. (1971) Taxonomy of Educational Obiectives - Affective Domain. New 
York: David McKay Company. 
Bloom, B. S. (1979) Taxonomy of Educational Obiectives - Coenitive Domain. 
London: Longman Group Ltd. 
Boreham. W.E.E. (2000) Annual Business Plan - Chiet Constable. MDP 
Wethersfíeld: The Ministry of Defence Pólice. 
Braham, J.B. (1996) Creatinz a learnins organisation. London Kogan: Page Ltd. 
Civilian Personnel Management (1998/99) Stewardship Reportins arrangements for 
the Ministry of Defence Pólice. MDP Wethersfíeld: The Ministry of Defence Pólice. 
Coles, M. 'Reappraise the way you develop staff Times, Monday 14 February 1999. 
85 
Dulewicz, V. & Fleícher, C. (1989) The Context and Dynamics of Performance 
Appraisal, Assessment and Selection in Organization. Chichester: John Wiley & 
Sons Ltd. 
Force Complement (1999) Complement Figures Report. MDP Wethersfield: The 
Ministry of Defence Police. 
Force Order (1998) PDR Appraisal System. Order 343/98, MDP Wethersfield: The 
Ministry of Defence Police. 
Force Order (2000) OCU PDR Support Officers. Order 84/00, MDP Wethersfield: 
The Ministry of Defence Police. 
Garratt, B. (1994) The Learning Organisation. London: HarperCollins Publishers. 
Goodworth, C. (1989) The secrets of successful staff appraisal and counselling. 
Oxford: Heineman Professional Publishing Ltd. 
Grote, D. (1996) The Complete Guide to Performance Appraisal. New York: 
American Management Association. 
Guptara, (1997) 'How do you get an Organisation to leam?' Professional Manager. 
6 November 1997 p 26 &27. 
86 
HMIC (\99$) Winning the Race (Revisited). Policing Plural Communities, London: 
HMSO. 
Home Office (England) (1993) Inquiry into Police Responsibilities and Rewards. 
[Sheeny Report]. London: HMSO. 
Home Office (1996). Staff Appraisal Circular 43/96, London: HMSO. 
Home Office (England) (1999) Inquiry into murder of Stephen Lawrence. [Stephen 
Lawrence inquiry Report]. London: HMSO. 
Home Office (England) ( 1999) Report on the future of The Rovai Ulster Constabulary 
(RUC). [Patten Report]. London: HMSO. 
Knowles, M. (1983) Andragogy: An Emerging Technology for Adult Learning. 
London: Croom Helm. 
Manghnani, R & Verma, K. (1994) Illuminative evaluation of the MoD Police 
Training. Harrogate: CPTU. 
McCallum, C. (1993) How to Design and Introduce Appraisal Training. London: 
Kogan Page Limited. 
McLean, J. (1996) 'New Police Appraisal System', Metropolitan Journal 17, p. 28-
30. 
87 
Moore, G. (1999) CPD, Your Development Appraisal - Chief Constable. Wakefield: 
West Yorkshire Police. 
Renway Consultancy (1997) Coaching to improve Leadership Programmes. Fleet: 
The Renway Consultancy. 
Roger, D. (1998) Training Needs Analysis, MoD Police. Constable - Superintendent. 
University of York: Work Skills Centre. 
Schon, D. A. (1987) Educating the Reflective practitioner. San Francisco: Jossey-
Bass. 
Yeates, S.D. (1990) Performance Appraisal. A Guide for Design and implementation. 
Brighton: Institute of Manpower Studies. 
88 
LIST OF APPENDICES 
Appendix "A" 91 
Previous Annual Staff Report for MDP officers. 
Appendix "B" 92 
Results of two perception surveys undertaken by probationers between 
July 1996 (before) and November 1997 (after). Comparison is made on 
the findings of the perception about the Force and MDP officers. 
Appendix "C" 93 
Summary of Sponsor's interview conducted on 4 t h September 1998 which 
laid the foundation and defined the remit of the PDR project. 
Appendix "D" 94 
Initial survey's questionnaire that was sent out to a sample of MDP 
population on 3 December 1998. The purpose of the questionnaire was to 
fînd out the problems of the existing appraisal System. 
Appendix "E" 95 
Draft copy of contextualised MDP's seven generic competency levels for 
each of the nine core policing skills. The competency levels were linked 
to the MDP assessment centre's normal distribution curve. 
Appendix " F " 96 
Officers who participated in the PDR workshop held on 2 n d and 3 r d of 
March 1999 and represented ail the OCU's within the MDP. 
Appendix "G" 97 
List of officers and their respective stations who undertook the pilot 
programme between 1 April 1999 and 31 July 1999. 
Appendix "H" 98 
A copy of identical questionnaire sent to pilot programme officers in May 
1999 and August 1999. The purpose of the identical questionnaire was to 
compare and measure the impact and the effectiveness of the proposed 
PDR processes and any shift in the officer's perception. 
89 
Appendix "I 99 
Resuit of quantitative data shown on matrix that was collected during the 
pilot phase and the analysis of the competency levéis recorded by the 
individuai office and their supervisors. 
Lesson Pian fòr the 4-hour duration delivery of the PDR familiarisation 
programme to ali OCU operational supervisors. 
(i) An upbeat message by the Chief Constable of 3 minutes 
duration, demonstrating his personal and organisational 
commitment to the PDR appraisal system. 
(ii) Six minutes and 30 seconds long video clip used as an 
instrument for assessing a woman inspector's performance during 
a group exercise. The learning brought about the understanding of 
competency levéis, in particular, communication and personal & 
ethical standards. 
Extracts of various Force Orders, Force magazine "Talk Through" and the 
Defence Federation publication endorsing PDR appraisal system and 
detailing the progress made. 
Appendix "J" 100 
Appendix "K" 
Videotape: 
box 
Appendix "L 101 
Appendix "M 102 
Memorandum of appreciation from Police Officer "P ' \ 
90 
APPENDIX "A" 
(Previous Annual Staff Reports) 
91 
I N I S T R Y O F D È F E N C E P O L I C E 
M O D F O R M 273 
( R e v i s e d M a r c h 1974) 
S T A F F I N C O N F I D E N C E 
Staff Report IT WILL BE NECESSARY 
T O PHOTOCOPY THIS REPORT 
PLEASE COMPLETE IN 
BLACK IIMK 
1. Facts 
N a m e . 
Súmame F o renanies 
Date o f B i r th . 
Per icd of Repo r t F r o m 7. T o 
Substant ive Rank . N u m b e r 
Date entered substant ive rank : Date entered f o n 
Rank (other than substant ive rank) held dur ing per iod of r epo r t ; indicate the 
p r o p o r t i o n {to the nearest m o n t h ) o f the pe r iod spent in that rank. 
Présent stat ion Since w h e n 
* Detete whichever is not applicable. 
2. Présent Job
 t
 7 r 
(a) J o b descr ip t ion 
(Men t i on a n y d u t i e s or t asks p e r f o r m e d d u r i n g the p e r i o d o f the repo r t w h i c h a r e not n o r m a l l y pa r t o f 
the s t a n d a r d P o l i c e d u t i e s at t he s t a t i o n . ) 
(b) Assessment o f per fo rmance 
Indicate overa l l pe r fo rmance o f these dut ies b y t icking the appropr ia te b o x b e l o w . 
(This assessment shou/d reflect the performance actually achieved in the circumstances 
which prevailed. It shou/d not make allowance for any special factors such as age, 
inexperience, ill-heatth and unusually high turnover of staff; they should be stated 
below the assessment) 
Outs tand ing 
V e r y G o o d 
G o o d 
Fa i r 
N o t qu i te adequate 
Unsa ti s factory 
E x c e p t i o n a l l y ef fect ive 
More than genera l ly ef fect ive 
but n o t pos i t i ve ly outs tanding 
Gene ra l l y ef fect ive 
Per fo rms duties m o d e r a t e l y wel l 
and w i t h o u t serious sho r t comings 
Def in i te weaknesses make h im /he r 
not qui te g o o d enough to "ge t b y " 
Def in i te ly n o t up to the duties 
• ^ 
• 3 
• * 
• St 
• 6 t 
Indicate b e l o w any special factors w h i c h m a y nave affected pe r fo rmance . 
* Delete wh i cheve r is no t appl icable, 
t See Sect ion 7 b e l o w 
2 
3. Aspects of Performance 
I (-.-Messing pe r fo rmance y o u have a l ready cons idered some o r all o f the f o l l ow ing aspects; w o u l d 
y o u n o w c o m m e n t o n and assess the aspects separately. Y o u shou ld make as m u c h use as possible 
o f the spaces f o r c o m m e n t as wel l as comp le t i ng the rating scale so as t o p r o v i d e as ful l a p ic ture as 
possible. Each aspect is descr ibed in te rms o f Outs tand ing pe r fo rmance (A) and Unsat is fac tory 
pe r fo rmance ( F ) . T h e f ou r in termedia te ratings (B ,C ,D ,£ ) represent behav iou r be tween these e x t r e m e s . 
Rat ing ' A ' or ' F ' shou ld be g iven if y o u bel ieve that it is a general ly t rue s tatement that cou ld 
be suppo r ted , if necessary, b y speci f ic occurences. Rating ' B ' means that wh i l e ' A ' is not a genera l ly 
accurate descr ip t ion o f behav iou r , there are m a r k e d tendencies in that d i rec t i on , and ' C s o m e 
tendencies in that d i rec t ion . Rat ing ' E ' means that wh i le ' F ' is no t a general ly accurate descr ip t ion 
o f behav iou r , there are m a r k e d tendencies in that d i rec t ion , and ' D ' s o m e tendencies in that d i rec t i on . 
A B C D E F 
(a) K n o w l e d g e of dut ies V e r y wel l equ ipped 
w i t h appropr ia te 
b readth o f 
up- to-date 
k n o w l e d g e 
D isp lays ser ious gaps, 
weaknesses or 
l imi tat ions in 
k n o w l e d g e 
Ib i A b i l i t y to app l y k n o w l e d g e o f dut ies Part icu lar ly c o m p e t e n t 
in the exerc ise o f 
re levant skills 
Inept at app ly ing 
re levant skills 
(c) Penetrat ion E x t r e m e l y qu ick o n 
the up take and gets 
straight to the roots 
of a p r o b l e m 
S l o w at unders tand ing 
and se ldom sees b e l o w 
the surface of a 
p r o b l e m . 
(d) J u d g e m e n t His proposals o r 
decis ions are 
cons is tent ly s o u n d 
P o o r percept ion o f 
relat ive meri ts o r 
feasibi l i ty in mos t 
s i tuat ions 
(e) Ini t iat ive A l w a y s const ruc t ive 
and enterpr is ing; 
far s ighted 
S e l d o m able to 
act i ndependen t l y 
(f) Express ion on paper A l w a y s cogent , clear 
and wel l set o u t 
C l u m s y and obscure 
(g) Ora l Exp ress ion Puts his points across 
c o n v i n c i n g l y and 
conc ise ly 
In ef fect ive 
(h) Accep tance o f Respons ib i l i t y Seeks and accepts 
responsib i l i ty at ali 
t imes 
Re luc tan t to take o n 
respons ib i l i t y ; w i l l 
pass it o n w h e n e v e r 
possible 
3 
A 8 C D E F 
ReÜabi l i t y unde r Pressure Un f lus te red , c o m p é t e n t 
and reliable at ail 
t imes 
Eas i ly t h r o w n o f f 
ba lance; no t reliable 
even w i t h no rma l 
pressures 
D r i v e and D e t e r m i n a t i o n Who lehear ted 
appl icat ion to tasks; 
de te rm ined t o carry a 
task t h r o u g h to the end 
Easi ly bau lked b y 
m i n o r setbacks or 
o p p o s i t i o n and 
requires constant 
superv is ion 
A p p e a r a n c e and- bearing Ou ts tand ing l y smart in 
appearance and in 
bearing 
S l o v e n l y in dress and 
bearing 
Relat ions w i t h the pub l i c C o u r t e o u s , tact fu l , 
and sensi t iveibut d isp lays 
f i rmness w h e n necessary 
U n h e l p f u l , indecis ive 
and in to lerant 
) Re la t ions w i t h col leagues and estab l ishment 
personnel 
Sensi t ive to o ther 
peop le 's feel ings; 
tact ful unders tand ing 
o f personal p r o b l e m s ; 
earns great respect 
Ignores o r belit t les 
o ther peop le 's 
feel ings; b rusque ; 
in to lerant and does 
no t earn respect 
Organ isa t ion o f w o r k (if appl icable) A n excep t i ona l l y 
ef fect ive organiser 
C a n n o t organise w o r k 
o r delégate 
Management o f . subord inates (where applicable) Organises and inspires 
staff t o g ive of their 
best 
j 
Inef f ic ient in the use 
o f staff; engenders 
l o w mora ie 
H a v e y o u any reason to bel ieve that this o f f icer has a n y t h i n g o ther than a strong and hones t character? 
Future Employment and Promotability 
(a) h ë is at présent Wel l fìtteci v Q ; 
ì for promotion to i—i 
or Fitted / I I 2 
L ike ly to / ,—t 
o r
 b e c o m e f i t t e d l t r a n k > • 3 
or N o t f i t ted • Q 4 
Has the off icer passed the p r o m o t i o n exam ina t i on Y E S / N O / N O T A P P L I C A B L E " 
(b) W o u l d he benef i t b y a transfer? Y E S / N O * (lf he w o u l d benef i t g ive reasons) 
General Remarks 
If y o u consider that y o u have n o t so far d r a w n a comp lè te p ic ture, please p rov ide any 
addi t ional relevant i n fo rma t i on here d rawing at tent ion to any part icular strengths o r 
weaknesses. 
He has served under me fo r the past ... y g a r f " 
S ignature ... Rank .. Date 
N a m e in b lock letters Un i t /Es tab l i shmen t 
•te whic t iever is no t appl icable 
5 
7. Second R e p o r t i n g O f f i c e r à R e p o r t 
(a) Y o u shou ld c o n f i r m that y o u agrée w i t h the Fi rst Repor t i ng Of f icer 's assessment, o r indicate in the forego ing sect ions 
a n y d isagreements w h i c h m a y remain after discussing t hem w i t h h i m . Y o u shou ld also indicate h o w f r equen t l y 
y o u have seen the w o r k o f the porsons repor ted o n (ie da i l y , w e e k l y , i n f r e q u e n t l y ) . A d d a n y fu r ther re levant c o m m e n t , 
inc lud ing w h e t h e r any of the assessments in the repor t have been b r o u g h t to the a t ten t ion o f the person repor ted o n ; 
mark ings in b o x e s 5 and 6 of sect ion 2fb) mus t be c o m m u n i c a t e d to the person repor ted o n • see paragraphs 7 e 
and 7f o f the Notes fo r G u i d a n c e . Y o u shou ld c o m m e n t speci f ical ly o n the r e c o m m e n d a t i o n in part 5 (a). 
(b) L o n g t e r m potent ia l 
A t p résent , he seems U n l i k e l y t o progress fu r ther 
o r T o have potent ia l to rise to n e x t rank 
o r T o have potent ia l t o rise m o r e than o n e rank 
He has served under me for the p a s t . . . ^y^ersT 
Signature Rank Date. 
N a m e in b lock letters 
8. Coun te rs ign ing Of f icer 's R e p o r t 
Y o u s h o u l d indicate h o w we l l y o u k n o w the of f icer repor ted o n , and ind icate if y o u k n o w e n o u g h a b o u t the 
w o r k he has d o n e to c o m m e n t o n the assessment m a d e . 
S ignature .... R a n k DatP 
N a m e in b l ock letters 
3681/C 0S14 CS) R 
Restricted-Staff 
Ministry of Defence Police 
S t a f f R e p o r t 
Reporting Officers must read the guidance notes at Annex A 
to FSO Section 5 before completing this form. 
MOD Form 273 
Rev 11/94 
Dat. rra«Ik» Art 1M4 
\M,I R* •• i un »ji.i.iMiiini», 
->•»•••< l|MI-• 
ITI General Details 
Ç— -^ilM^y^FÉaMiwifii m i-in|i • ••• 
•t ' • - r . ,. • 
j Substantive Rank 
I Force Number 
iForenames 
S i i marne 
Date Joîned Force 
I Date of Promotion to 
* Présent Rank 
ï - f 
I *'
 r 
\ Staff Number.-: f 
I Station/Division 
L 
V; ..' - . ... .!••.. 
t -
Tick box applicable 
Male 
Female g 
C 
Date of Birth 
Date Joîned 
Présent Station 
Date of Seniority 
In Présent Rank £ ^ 
Any other Substantive rank held during the.perjotfjrfjhjgj^&rt 
The period this other rank was held: 
— • • • • " * > To From i 
: ( 
ï.t '.V 
.The number of day in temporary higher rank: .A 
The period tliat this report covers: 
From ,|^""^"" , 4' f" " ^ •* " r ^ 
Qualifications gai ned during the period of this report 
f i l i t i 
««••ili1 
Restricted-Staff 
1 
Restricted-Staff 
2 \ Duties 
2.1 Job Description [ To be cTmpleted by the Officer beingireported ori 
JobTitìe (ifapy) " 
Supervisory ranks What numbers and ranks of staff are you responsiblefor? 
Main Duties Of Your Job See Note 1 
This should include: ; s ; 
a. The duties agreed between you and your lst Reporting Officer 
b. Any changes to thèse duties during the reporting p e r j û d T ^ ^ 
% of total 
workload 
"i i —• 
j 
2.2 A s s e s s m e n t of the j o b descr ipt ion To be completed by the lst Reporting Officer 
Dò you see this Officer's work frequently? > 
Tick box applicable 
Yes ( I No give reasons 
|~3J Performance 
3.1 A s p e c t s of Per formance To be completed by the lst Reporting Officer 
Mark each" aspect uTaccordance with the following scale 
1. Outstanding 
Performance is consistently 
outstanding and well beyond that 
norm al ly expected 
2. Signifïcantly above requirements 
Performance often exceeds that normally 
expected 
£ 3. Acceptable 4. Improvement necessary 
;
 Performance is fully acceptable and Performance sometimes falls 
rneets normal requirements short of normal requirements 
5. Unacceptable 
Performance often falls short 
of the needs of the job 
Comments are requirea when giving a high or low grading (see notesJt-4) 
Restricted-Staff 
2 
Restricted-Staff 
3.1 continued 
This concems the standard of dress and bearing maintained by an 
Offteer at all times having regard to the conditions under which he/she 
opérâtes. The grade should reflect the conscious effort made by the 
? Officer towards maintaining a high standard. 
* I I I I 1 
l Professional Knowledge 
r This assesses the degree to which the Officer is abreast of the 
I advances in relevant fields of police activities and knowledge of 
ï relevant Statutes and criminal law, as well as police Systems and 
.* procédures. It can cover understanding in great depth of a narrow 
j field or less profound understanding of a wider range of topics. 
* Application of Up to Date 
Professional Knowledge 
This assesses the uses made of police and legal knowledge to solve 
i problems arising in both cperational and managerial situations. It 
' does not dépend on the mark given for professional knowledge. 
Acceptance of Discipline 
• This reflects the Officer's response to Force discipline and his/her 
ability to engender self-discipline. 
Drive and Determination 
This assesses the ability to get things done in spite of difficulties. Not 
every job is testing in quite the same way and a qualifying remark will 
often be appropriate. 
Reliability Under Pressure 
This relates to both the normal pressures associated with the even flow 
of work and to the crises which occur from time to time. It can only 
relate to work actually done whether or not pressures are abnormally 
high and this should be reflected in the comment. 
Restricted-Staff 
3 
Report Factors 1 2 3 4 5 Comments 
\ Appearance and Bearing 
Restricted-Staff 
3.1 continuée 
Relations With Colleagues 
This reflects relationships with other members of the Force and with 
Civil Service working in direct support of the Force. The assessment 
should reflect the way the Officer copes with varying situations, 
commands the respect of colleagues and is able to work constructively 
with all types of people. 
Relations With Public and Establishment Personnel 
This concerns the degree to which courtesy, tact and sensitivity are 
displayed together with a firmness of approach when the situation so 
demands. The avoidance of discourtesy or intolérance are important 
considérations. 
Acceptance of Responsibility 
This relates to the degree of willingness to accept responsibility. 
Willingness to take on a job is not sufficient to earn a high marking; in 
taking it on the individual also accepts the responsibility for seeing it 
through to a sensible conclusion. 
Oral Communication 
This concerns mainly the manner of expression rather than its subject 
matter. The test is concise, lucid speech which readily conveys its 
meaning to the listener. Where relevant a distinction should be made 
between téléphone conversation and face-to-face dealings. 
Written Communication 
This concerns the clarity with which letters. reports and minutes are 
expressed and not the subject matter itself. The test is whether the 
meaning is absolutely clear and is logically expressed rather than 
elegantly phrased. 
Management of Subordinates 
Supervisors only 
This reflects the person's ability to get the most out of subordinates. 
The marking should reflect the ability to match the talents to task, a 
concern for the needs of staff and sensitivity of approach. 
Restricted-Staff 
4 
Report Factors 1 2 3 4 5 Comments 
Restricted-Staff 
3.1 continued 
Report Factors 
Management of Time and Resources 
1 2 3 4 5 Comments 
This assesses organisational ability as proven by the economie use of 
an Officer's own effort and those resources for which he/she is 
responsible, be they equipment, vehicles or personnel. 
Analytical Skills 
This concerns the ability to analyse a problem or issue and set it out 
with clear options and recommendations for action. It is a skill 
î underlying ali briefing and décision making. 
Judgement 
•\ This concerns the ability to make sound décisions or proposais and to 
\ know when it is right to act or advise. Someone who makes a few 
proposais, but few mistakes, should not get a high marking. 
Initiative 
This concerns the ability to initiale correct action in response to a 
given set of circumstances without having to seek guidance from 
Senior Officers. 
Leadership 
This concerns the ability to motivate others, not necessarily 
subordinates, to follow a good example; to direct in such a manner 
that others understand, and have a respect for, the Force's aims and to 
guide the actions and opinions of others to good effect. 
Restricted-Staff 
5 
Restricted-Staff 
3.2 O v e r a l l P e r f o r m a n c e To be completed by the Ist Reporting Officer 
Refer to notes 5 to 7. 
This marking must reflect actual performance. 
| Do not make any allowances for special factors ie : 
âge, inexpérience, ili health or unusually high 
turnover of staff. 
| Any special factors should be shown separately in ; 
section 3.3. 
If box 4 or 5 is selected refer to notes 5 and 6 for j 
guidance for the course of action to be taken. | 
1 The Assessment 
i Tick one box only 
. l . Q Outstanding 
2.| I Performance well above 
average 
3.| I Performance fully meets the 
normal requirements of the 
rank 
4.| I Performance not fully up to 
requirements in some respects 
> 5 . Q Unacceptable - consistently 
below required standard 
3.3 P e n P i c ture To be completed by the Ist Reporting Officer 
Comments should be given in the form of a vivid pen picture, drawing attention to any strengths or 
weaknesses and other relevant abilities (you may, for example, say how a young person is shaping 
up or how a person has coped with a period of stress). 
Any spécial factors that have affected the overall performance marking in 3.2 must be included. 
Any weaknesses during the period of the report should have been discussed with the person. You 
must state whether or not this has been done. 
Restricted-Staff 
6 
Restricted-Staff 
3.4 Promotabi l i ty A s s e s s m e n t To be completcd by the Ist Reporting Officer 
Use the ratings gïven below io say how suitable the job holder is to carry out the duties of the next 
rank. The Reporting Officer should not be infiuenced by whether the Officer has yet to pass the 
appropriate examination. For Officers carrying out duties in the higher rank promotability must 
be assessed in terms of the person's substantive rank. 
Important! The person being reported on must rcad this note in relation to the assessment given below 
The marking on an Annual Report Form is an important factor in considering candidates for 
promotion. There are other factors including the number of vacancies available at a particular 
lime, the relative merits of other candidates in the field, etc. Therefore you must not infer from 
any marking awarded to you for a single year or markings awarded over a period of years that you 
will achieve promotion. 
The assessment marking for this reporting period is: 
1 2 3 4 
Exceptionally Fitted Q Fitted Q Likely to become fitted in due course Not Fitted Q 
I The marking above is for promotion to ' j 
This Officer has worked under me for years months 
Signature Name 
Rank 
Estab 
Date 
~4J Appraisal 
4.1 Job Appraisa l Rev iew To be completed by the Officer being reported on 
I have been given a job appraisal by on 
I have read my assessments at parts 3.1 to 3.4 above and I have discussed my promotability gradings as 
shown, with the 2nd Reporting Officer. 
Officers being reported on may delete the following as appropriate: 
I wish/do not wish to comment (a separate notice may be provided later for submission with this report or 
a comment may be made below). 
I am/am not interested in promotion 
Signature of Officer being reported on Signature of 2nd Reporting Officer 
Date 
Restrictcd-Staff 
7 
Restricted-Staff 
Did any recommendations for a posting arise from the appraisal? 
Yes ^
 t give détails below , No • ^ p : r-.Ji:Ì 
If the Officer being reported on has received a box 5 marking, have you handed him/her written 
notification of the marking and attached a copy to this form? Yes : No 
Ü 4.3 C o m m e n t s O n P e r f o r m a n c e To be completed by the 2nd Reporting Officer ; 
I Î H This should include any relevant comments or matters which arose during the appraisal interview, 
• other than those covered in section 4.1. 
"Ì 
'; ^ An indication of how much of the person's work you have seen must be given. 
J You should also record here (and tick the box below) any recommendations for training. They may 
be in general terms or as training course titles. 
^ You should indicate, in red ink, any areas of disagreement in sections 3.1, 3.2, 3.3 and 3.4. You 
should also confimi that you have discussed these with the Ist Reporting Officer. 
Tick box if training is required 
Restricted-Staff 
4.2 A p p r a i s a l Rev iew R e c o m m e n d a t i o n s To be completed by the 2nd Reporting Officer 
• Refer to notes 12 to 15 
If an appraisal review was not conducted state why. 
Restricted-Staff 
4.4 P r o m o t i o n A p p r a i s a l
 ; To be completed by the 2nd Reporting Officer 
(only if a fitted or better marking is given) 
Would you accept the person at the higher rank (detailed in 3.4 if there was a post available? 
Yes | | go to 4.5 No | [ give reasons below 
4.5 Career Appra i sa l To be completed by the 2nd Reporting Officer 
r 
ÌI Refers to notes 16 to 18. \ 
| m Assess the Officer's long term potential by completing the following: | 
At present the Officer seems: 
; ;1 . ì ™1 To have exceptional potential to rise to the rank of A 
2. \ X To have higher potential to rise to the rank of \ 
v ^ - ""V. "x.-J^  ••••• ? • ^ *-»>flrl--»-fc. J 
3. * i To have potential to rise one rank but no further 
4. \ Uni ikely to progress further
 a 
f " " ' This Of f icer has worked under me for 
- :' years months 
^Signature ;. Name 
P " " " Rank 
! Estab 
* Date 
5 3rd Reporting Officer's Report where applicable 
Refer to note 19 
If you know enough about the work done to comment on the assessments made by the lst and 2nd , 
Reporting Officers, you should state the following: 
• Whether you agree with them or indicate where you disagree. 
• How well you know the person being reported on and record your assessment of 
promotion and long term potential 
| If you change any assessment disclosed to the person at the JAR, you should inforni the individuai 
concerned at a further interview. 
Signature 
Name 
* Rank 
, -• Estab 
i Date 
Restricted-Staff 
9 
Restricted-Staff 
Restricted-Staff 
10 
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PDR PROJECT 
Summary of interview with Mr B. SMITH on 4 September 1998 (1220 hrs to 1330 hrs) 
/. What is the purpose for requesting to carryout the PDR project? 
I want the PDR appraisal system to take us forward. The PDR appraisal should be 
meaningful. If it is to replace the existing system - which doesn't reflect much, then it 
should be based o n the skills required for the members of Force to carryout their job. We 
need something which is true and meaningful both to the organisation and the individuai 
The difficulty with the current system is that, that it is so difficult to judge across the 
board. For example, for promotion a CID officer may have a superb annual appraisal 
report but how would one judge whether she or he is better that a dog handler with their 
appraisal system. Therefore, it is based o n the individuala current job rather than on 
skills. 
2. What is the outcomeyou are lookingfor (sélection, promotion, assessment 
centre, develop ment and performance)? 
The outcome should be meaningfid. It should be a meaningful system. The system 
should take us for good many years. A system which doesn't need to change, it should be 
sufficient for our need. We are moving closer and closer to home office Forces on many 
areas, for example our officers are applying for job with them and they are applying to us. 
So we can transfer from one force to another. Something which is a catch ail. Something 
which is going to address, différent ranks and responsibilities. Our current appraisal is 
same for constable and for Superintendent, is that really applicable? The system should 
address différent rank's skills and abilities. The PDR core skills should be the bedrock for 
everything.. One would naturally lead to another that is for assessment, promotion or 
training. 
3. What kind of information you are seeking? For example you have used the 
word meaningful couple of times can you tell me what should I understand by the 
word meaningful? 
Meaningfid - is that the information is going to be useful, it should be the actual 
information. It is not mixture words, something which is meaningfid, which is based on 
competencies. It should be factual evidenced and not based on opinions. 
1 
4. After completion of the project who will the findtngs made avaifable to (who the 
audience will be), who do yon see are the major stake holders - what is their view or 
authority ? 
In the first instance to me then to the Management Board. I wiU sponsor it through the 
Management Board. I can see the Management Board members questioning. Questioning 
for valué for money therefore we need some cost analysis for implementation of this 
project. 
5. h the project going to be formative or summative? 
I would like to give presentation to the Management Board members periodically, rather 
then hitting them cold, for example may be a presentation every quarterly or half yearly. 
So that the Management Board members are taken along and not hit cold. The cost 
analysis for stage implementation is acceptable. I will also like a presentation to OCU 
commanders during their meetings, we should take them along as well. The DPF member 
should be briefed so that Dave King is aware of the progress. This time next year's 
SPO/OCU commanders conference would require an input. We need to communicate as 
much as we can, with as many as we can and as often. I am contení with the team 
structure, you need to brief your own Une manager. I will speak to Superintendent 
WALKER and Superintendent WEEKS regardíng this project. 
6. Is there any thing else that you would like to comment? 
I don't want a rushed job. I want a system which is going to last. Pilot it for 12 months, 
so be it. It should be a system which should last and last, and not be discredited quickly 
and most of all it should be cost-effective. I understand that the biggest cost would be in 
training. Therefore we need to ensure that the system is efficient in terms of money and 
that the benefits are there in terms of financial savings. 
7. Is there any other background informaüon that you think we should know? 
When the Forcé Order will go out it will genérate some discussion. HMIC did not make 
out the PDR system as one of his recommendations. 
8. To conclude, 
One of the problem with the current staff appraisal is the length of time it takes. For 
example, in Aldershot OCU there are mostly all sergeant SPOs. So the chief Inspector has 
to do all the JARS and he showed me the pile of reports he had to do. In this respect I do 
2 
like the civil service appraisal system. If there is no disagreement with the first reporting 
officer than there should be no requirement for the second reporting offïcer to make 
comments. Should need to just read and sign it. I have no objection to use for objectivity 
to use another member from another force (cost restricted to between £500 -£1000). 
3 
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1. How satisfied are you with the Annual Staff Report (ASR) procédures? 
VerySatisfied • Satisfied • Neither • Dissatisfied • Very Dissatisfied • 
Please explain your answer. 
2. How effective do you consider the ASR procédure to be? 
Very Effective • Effective • Neither • Ineffective • Very Ineffective • 
Please explain your answer. 
3. How satisfied are you with the catégories, that you are assessed against, in the ASR? 
VerySatisfied • Satisfied • Neither • Dissatisfied • Very Dissatisfied • 
Please explain your answer. 
4. Do you feel that there should be a différent appraisal System in force? If so why? 
Yes • No • 
5. What specific improvements would you make to the ASR procédures? 
(Please tick as many answers as you think are relevant) 
Différent grading boxes i.e. 1-3 • 1-7 • 
Provide a grading guide • 
(see Normal Distribution Curve attached) 
Agreed Rôle Action Plan for the year, • 
linked to Local Policing Plan - priorities. 
Interim Reviews - If so how offen Monthly • Quarterly • 6 monthly • 
More Objectivity • 
Evidence Required to support comments • 
Use of Evidence Logs • 
Assessed against Core policing skills • 
and standards (FO 343/98 refers) 
No second reporting officer • 
Second reporting officer only if in disagreement • 
Introduce Conilict/Disagreement system • 
Grievance Procedure (If not satisfied with the ASR) • 
Not linked to Promotion ability • 
Self Assessments included • 
Any other suggestions 
APPENDIX "E" 
(Draft Generic Competency Levels) 
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PROFESSIONAL & ETHICAL STANDARDS 
ade 1 
or self management (examples being lateness, poor standards of dress and personal hygiene). Frequent periods of self 
rtified sickness absence. Does not form a productive working relationship with colleagues. Fails to contribute to the 
hievement of the team objectives. May be hostile to colleagues' views and/or have a negative approach to team 
>rking. Is observed at times to be rude, impolite or unhelpful. May demónstrate a lack of self restraint and an inability 
control temper. 
rade 2 
ttends for work mostly on time and presents an inconsistent standard of dress and personal hygiene. On occasions may 
;ed to demónstrate more assertiveness when faced with demanding situations. Makes an attempt to form productive 
orking relationships. Makes small contributions to team objectives. Is able to deal with routine work tasks. 
ommunicates with and provides an inconsistent standard of service to customers. Own behaviour conveys an 
consistent image of the organisation to current and potential customers. 
rade 3 
ttends work on time, dress and appearance being just within Forcé guideliéés. Some attempt being made to maintain 
hysical fitness to the level required of the role. Forms productive workipg relationship with colleagues but only when 
;am responsibilities are clearly defined. Does make contributions^t^tejím^objectives but these may lack depth of 
lought. Maintains a satisfactory standard of service to customers.'^ble to^obtain basic Information when dealing with 
ersons who have suffered crime either as a victim or witness. v«4l> v V 
i r a d c 4
 . y 
dways punctual and displays a standard of dress that fuUy^meets^&é^Forcé guidelines. Keen to leam from colleagues 
xperiences. Shares views and opinions and gives constítwtjy^'advice when required. Considérate of other team 
;\embers and provides constructive feedback on performance^Accepts personal responsibility for providing a good 
tandard of service to customers. Shows calmniéss^and self constráint in complex or conflicting situations. Sensitive in 
he use of language. Achieves consistent and efféctivé^wdrk^perfonnañce under pressure. 
jrade 5 j t - • 
Jndertakes a varied and demanding^woïkload deliveríng a quality performance as an individual or as a manager. Copes 
.veli with setback5 and maintains: a positive disposition in pressurised situations. Demónstrales an awareness of the 
;apabilities of members of the'team and,oí the personal contributions made by each member/ Actively gains views and 
opinions from individuáis and recogniseSi-òpnortunities where team work will more effectively achieve the desired 
outcome. Sensitive to the needssofothe community. Good awareness of local issues. Influences groups and externa] 
organisations over a.range-'Of issuesü.^. 
Grade 6 -r/ ^ % 
Actively promotë&.and delivers síifecessful options to substantial operational or business issues. Initiâtes action intended 
to improve workinjg'practices and;ètìvironment which sustain or increase productivity. Effectively delegates work making 
good use of colleagues' abilities and skills. Regularly monitors ways of improving quality of service given to 
customers/junior officerà. Implements or suggests corrective action where it is necessary. Effectively résolves complaints 
to satis fy the needs of boththe complainant and the organisation. 
Grade 7 
Able to cope with multiple, complex and strategie issues. Capable of changing pace and direction of work to 
accommodate and deal with unforeseen events without loosing síght of longer term objectives. Actively promotes an 
efficient and supportive working environment. Achieves organisational objectives and targets whilst generating 
enthusiasm and ownership. Initiâtes and develops working relationships with community leaders to résolve issues of 
local importance. Politicali)' astute, demonstrates insight with regards to key people and processes. 
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COMMUNICATION 
rade 1 
orward reasonable arguments but thèse may lack depth. Written^reports are generally legible and concise, 
jrammar and spelling require some altérations before final submission-.. 
jrade 4 ^ v.^ 
speaks with authority in a clear, cairn voice. Recognises the need of the lisïener, pitches delivery accordingly 
ind easily establishes dialogue. Consistently submits/'good quality, well presented, comprehensive written 
locuments. Structures text in a logicai manner, enàbîing thejj?é1ïder to easily comprehend it's meaning; e.g. 
,vithin reports and letters. 
Grade 5 V $ N - ; ^ -
[s able to establish and promote discussion on/.the intention..behirid a speaker's immediate message. Effectively 
:ontrols meetings and is able to influence thelâijrection of discussion and the direction of the décision making 
process, Effective présentation ^f^reports, making good use of figures and groups to support text where 
appropriate. Effectively summawses satiBnt points^onstructs original correspondence to a high standard. 
# M, ^ 
Grade 6 |r*.. S'-'^'^i'-
Confident and effective when'eixprëssing compïex issues or ideas to groups at ail levels within the organisation. 
Effectively représenta and promotês.the views of the Force/OCU/Station/Department at normal meetings inside 
and outside the.organisation: Demonstrates the ability to identify and utilise effective written présentation 
techniques itëyorder to submit.reports of a complex nature. Makes written recommendations on working 
practices and pôliçy. 
Undertakes researcàand consultation work as appropriate. 
Grade 7 
Speaks with impact. Utilises pace, tone, bearing and choice of words to assert views. This is done in formai or 
informai settings both inside and outside the organisation. Effectively commands and directs major or 
operational strategie briefings. Demonstrates an excellent command of written skills. Produces reports which 
incorporate comprehensive examination of ail relevant issues. Significantly contributes to the shaping and 
implementing of opération and strategie policy. 
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ot an effective Communicator. Not confident of ability in this area. May appear withdrawn and not Willing to 
it themselves forward for rôles involving routine contact wìth the public. Does not pitch delivery at the correct 
vel. Written reports consist of poor grammar and spelling. Reports may be poorly presented, illegible, 
Laccurate and omit salient points. Improvement required to span of attention, which at it's current level may 
:ad to lack of compréhension. Requires supervision on most occasions. 
irade 2 
loes not always speak clearly. No use made of questioning techniques to support communication. Further 
tarification needed of information gained. Can only produce basic written reports on subjects which are routine 
nd commonly occur within the context of the rôle. Does need supervision of their work. 
.rade 3 
Ipeaks clearly some of the time. Needs to develop the use of effeetìye questioning. Is capable of putting 
SELF MOTIVATION 
irade 1 
irade 3 
/lostly reliable completing routine tasks on time. May benefit ffom a more structural approach when dealing 
vith tasks that are out of the ordinary. Makes an attempt to kee^ibreas t of current activity within the 
irganisation by reading circulated material. May on occasion jungjpo conclusions without knowing ail the 
àcts. Rarely générâtes their own work. 
jrade 4 
jenerally keen, enthusiastic and committed, Maintai 
nterest in subjects beyond the current role. Rece 
egulations relating to the organisation and extemal 
^rade 5 
•tegularly seeks opportunity to incrcasc ^rso'nak^kills, M^accep t s responsibility for self development. 
Displays good time management skills. Is fle¿ble^a^^&p^wÍfl'to change. Shows good commitment to tasks 
ind objectives. Difficulties are overeóme witff lbrse^^ncí 
proportion of s|ökgenerated work. Expresses an 
Keeps aoreast of current législation and 
Grade 6 
Maintains very good s tandes , andgjSfchieves | |ksonal goals. Embraces change, recognising and seizing 
Dpportunities. Is aware of tS^need. . t^Ba^^a^ís prepared to do so. Connects information and ideas to aims 
and objectives. 
Grade 7 
Makes a s u ^ ^ i t i a l contribuyan to Force aims and objectives by seeking new challenges. Shows a well 
developed sensë^f timing, seizi|g the initiative when appropriate to achieve the best results. Promotes change 
and challenges esfäoTished meijïods to improves performance. 
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.equires constant supervision to ensure work is carried out on Urne and to the required standard. Demonstrates 
ttle interest in the job or commitment to the organisation. Shows reluctance to accept change and fails to read 
le relevant information to keep abreast of current activity in the organisation. 
irade 2 
las a tendency to give up when faced with set backs. Does not keep their professional knowledge up to date 
ssulting in constant referrals to colleagues and supervisors. Some commitment shown to the job and the 
rganisation. This may sometimes appear apathetic. Rarely générâtes their own work. 
DECISION MAKING 
Grade 1 
Grade 2 
Bases routine décisions on precedence or procédure. Seeks guidance of supervisors when dealing with more 
complex issues. Fails to check information for accuracy. 
Grade 3 
Assesses situations, sometimes drawing logical conclusions from information available. Can use poor 
judgement to identify what is considered the best option. Rarely take&^e appropriate action to enable the task 
to be completed within agreed timetables. Does not always leamjïjïm mistakes. Fails to remain calm under 
pressure. 
Grade 4 ^ 
Assesses the situation and considers the effect their décision may have on^it&Js consistent in approach vvhile 
under pressure, retaining composure and confidenœ??'Remains impartiaì^ànd displays foresight when 
considering alternatives. During problem solving^iaentifi^^mportant. issues and will undertake research 
organising work in a logical manner. Utilises previous èxg^çince. 
Grades 
Defmes and déclares key criteria. Gives due^consideràtion^ to competing priorities and available resources. 
Demonstrates an understanding of resource and performàhcë^management issues. Thinks through issues and 
shows, through personal working* pïactices, a-vconcern for quality and value for money. Identifies and 
implements better working practices aridprocédures. 
Grade 6 
Has the ability to translate i$e| | | |mto viable well-researched proposais. Influences and implements change 
effectively, creatingfœTrSnuous ïmprpvement. Makes complex décisions in high risk operational situations or 
those involving^stàtion/OCU^wide'implications with good results. Takes responsibility for the décisions of 
others workin'g^under their direction. 'Regularly reviews progress and amends décisions to take account of 
change. 'ò-
Grade 7 ^ ., ; 
Comfortable making higft-risk strategie décisions which commit extensive resources to a particular course of 
action. Considers short and long term implications, and where appropriate, consults widely. Recognises and 
gives appropriate considération to risks involved. Provides direction and retains focus in defining desired 
outeomes, by making explicit référence to corporate and local goals. 
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Displays a lack of judgement. Frequentfy fails to take account of available information. Content and accuracy of 
information is poor. Often fails to talee the appropriate course of action or fails to select the most appropriate for 
the circumstances. 
CREATIVITY AND INNOVATION 
jrade 1 
Dnly works within tried and tested practices and procédures with given resources. Uses own initiative to résolve 
ssues at basic level, referring more complex issues to others. Shows an unwillingness to adapt and implement 
ìew working practices. Resists change and may display a rigid outlook. 
Grade 3 
Occasionally demonstrates initiative. Sometìmes displays a lack of judglment and sound awareness. Generally 
open- minded. The influence on people and situations is not aLwàys positive. Ineffective use of resources 
results in issues and incidents remaining unsolved. <£• 
Grade 4 
Looks for improvement in procédures and makes the ajppropriate recornméndktions. Recognises and transfers 
practical ideas seen elsewhere, resulting in local imja^ements^uppor ts and^enhances the implementation of 
new working practices. Proactively seeks solutions to^oblenâf ï ) roduces plans for the implementation of new 
ideas. :^>W 
Grade 5 X*\**:*$P*»-^. *2&s 
Identifies activities requiring updating. Generates • jonginal "i'iieas, and develops working solutions for 
implementation, to enable colleagues to sharelft^feuild upon-ideas which advance specific issues and improve 
the quality of service provided-.tïâ'èntifies opportunities for using technology to improve performance and 
understand the managing of irjformatioiii 
' •• h"' " •. 
Grade 6 
Demonstrates the ability to address problems from various prospectives, producing successful initiatives which 
départ from conventionäl and traditipnal thinking. demonstrates a detailed knowledge and understanding of the 
principals of performance managerriént. Displays vision in respect of the exploitation of information and 
intelligence Systems which use;tèehnicâl solutions to enhance performance. 
Grade 7 ' :v\ & 
Applies lateral thinking.to'dévelop radical ideas and approaches which make a major contribution to the 
policing of Stations and OCU's. Promotes an organisational culture which recognises and values new ideas and 
outstanding achievements. Able to think conceptually in dealing with complex, abstract and theoretical issues to 
arrive at conclusions and solutions. 
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teluctant to change working practices. Unable to see alternatives to set procédures. Requires guidance and 
mcouragement to effectively implement new working practices. Poor or partial use of available resources. 
ixcessive reliance on routine précèdent and procedure. 
^rade 2 
MANAGING AND DEVELOPING STAFF 
rade 1 
rade 2 
aware of personal strengths and development needs against current and anticipated work requirements. 
isplays reluctance to agree personal self developmental objectives with line manager. Does not take 
:sponsibility for reviewing progress, relying on line manager. 
personal targets. Does not regularly 
deal constructively with feedback, 
tional needs but does not always take 
irade 3 
.ccepts responsibility for self development. Sometimes sets a 
;view personal performance or retain évidence of progress. Does 
-ecognises opportunities to enhance personal skills in line wi 
iem. 
irade 4 
Leadily assists in the development of colleagues ^ i ^ a r m g jf©cialist or demonstrating expertise. Regularly 
valuates methods of work and staff erfectiveness /^^ligMnanager or tutor, actively gathers and records 
vidence of the levéis of skills demonstrated by personsrpiwhom they have specific responsibility. Consistent 
nd objective in the assessment of others. ^ ^ ^ g c o g n i t i o r ™ t e o o d and poor work, initiating corrective action, 
'lans and schedules annual leave, c o m m i r n î ^ a n ^ ^ ^ l o a d s ^ l i n e with anticipated demands. Appropriately 
iterprets force policy. 
«rade 5 
4onitors and retains relev 
nformation. Actively en 
ievelopment plans and ens 
kills of staff. Prio 
ürade 6 
ice indiÄprs. Shows the ability to correctly interpret and act upon 
Lonitöjfmg and self development. Discusses and agrées individual 
Ten to implement them in full. Maintains an overview of the 
giving considération to the achievement of local objectives and targets. 
\chieves e f f^^ íe relationshirSvith staff associations when required. Assesses the need for skills development 
n relation to offifeüves, stanja^ds and targets set in Une with local and corporate plans. Seeks to retain a 
^alance of skills aSS^bil i í jp^ within specialist teams. Shows an awareness of team members' personal 
ntentions and parúa^^^M the identification of individuáis aptitudes and the development of their skills. 
Bffectively evalúales traimng and development 
Grade 7 
Carries responsibility for personnel planning for a significant number of staff. Shows a thorough understanding 
of individuáis' roles and responsibilities. Effectively Utilises individuáis' skills and maintains an overview of 
the PDR system. Plans and/or commissions structured development programmes and ensures evaluation. 
Promotes a learning and achievement culture. Contributes significantly to the development and implementatíon 
of local and corporate policy. 
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oes not rully accept responsibility for self development. Tends to rely unduly on supervision and guidance and 
likely to set unrealistic personal targets. Demonstrates limited ability to review own performance and can be 
astile to constructive feedback. 
Leadership 
Srade 1 
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Présentation of views are quite often confront alio nal or may not give a clear message to others. Is therefore 
ikely to fail to reach agreement to pursue a set course of action or to résolve issues. Tends to refuse advice, 
)perate in isolation and not always give due considération to feedback. Demonstrates a basic level of 
;ommitment but lacks conviction. 
Srade 2 
is capable of taking responsibility for making things happen within the context of the role. Accepts feedback but 
nay be reluctant to seek the views of others. Is able to gain support of colleagues to achieve given tasks. May 
lave a tendency to lack enthusiasm for certain tasks. 
Srade 3 
3enerally enthusiastic and committed. Invites and considers feedbä£%&ut could do this on a more regular basis. 
^eaches agreement to pursue a course of action which comimts*aìi approdate level of resources and achieves 
:he desired result. May lack a little confidence when dealingssvith situations and incidents. 
Srade 4 
\dopts a positive style, issuing directions, challenging poorwork and inappropriate conduci, recognising and 
icknowledging good work. Using PDR system, motivâtes stafÇ stimulating interest and encouraging others to 
nake positive contributions. Actively seeks views oâothers, dîÉèminates information, sets team objectives, 
iemonstrates personal commitment by allocation of hi^iet^irae and présence. Anticipâtes and overcomes the 
;oncerns of others in a persuasive manner 
Grade 5 
Confident and takes charge ofsttuations : when: deal mg with staff or the public at significant incidents or 
gatherings. Confiden^ly manages:imore varied and complex issues, producing positive ideas and direction for the 
DCU/Station. WfeétN^^ciate7 ; :aé«ionstrates the leadership qualities and the composure to achieve a 
successful resul&k diffìcult cfeamstasees or in the face of conflict. Abfe to successfiilly cascade OCU/Station 
objectives to the.next level of management. 
Grade 6 
Demonstrates the ability^define and reinforce a consistent line in complex and protracted negotiations both 
inside and outside the Force. Consults key people in advance and prepares a case which takes into account their 
concerns and needs. Significantly impacts on the development of policy, procedure and strategy. Demonstrates 
the ability to gain staff commitment and enthusiasm for achieving OCU/Station policing plans, and oversees the 
outcome of the annual Performance and Development Review for staff. 
Grade 7 
Negotiates a common resolution to disparate points of view by promoting open discussion. Readily conveys 
vision and conviction in proposing strategie direction at ali levéis. Demonstrates a breadth and clarity of vision 
based on a detailed understanding of the implications of current and future issues. 
OPERATIONAL PLANNING 
irade 1 
Srade 6 
\ble to consider issues from ail angles. Wilhng^p take apprôgnate advice from specialists and other informed 
•esources. Considers resource availability, pfâr^m"g^,optimui£jbost. Progress is measured against operational 
objectives. % . J$^* : " ï ^ .-
Grade 7 ¿0^%% '%% 
Demonstrates an outstandings^ïlity tofSnsider issues from an organisation al and contextual view point. Plans 
involve an excellent use ofavailable resources. Is willing to take on board and action feedback from debrief 
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ails to consult others about operational objectives. Displays an unstructured and muddled approach to 
perational planning. Of those plans produced they use excessive amounts of resources. 
irade 2 
,eaves planning to the last minute providing a seat of the pants approach. Makes an attempi to communicate 
perational priorities/objectives but this may lack clarity. 
i rade 3 
/lakes some attempt to plan a head and prioritise. Communicates operational requirements and objectives, 
/lay have a tendency to take planning décisions which are inappropriate to the rank/level. 
jrade 4 
)etermines, prioritises and records operational requirements effectivel&FConsiders resource availability and 
eviews progress against operational objectives. Does consult otherSîând willing to take advice. 
> a d e 5 -; 
Vnticipates/reappraises plans to meet changing circumstances as an opération unfolds. Makes good use of 
esources through appropriate deployment. Always aUows^time where appropriée for consultation to minimise 
;ostly mistakes. 
STRATEGIC PLANNING 
rradc 1 
i rade 4 
Jnderstands how major issues affect the future of the service. BJforìftigs^appropriately in the light of service 
ilans. Is able to turn strategy into action with plans covering^cSMs, staffm^and resource requirements. 
jrade 5 
s able to balance effectively, short-term gains again 
>n politicai/community issues. Distributes and publicïi%,stra^fic plans. 
teidpobjectives. Always plans using information 
different opinions, identifying 
différent scénarios, thinking of key 
Srade 6 
Consistently shows 
jtrengths, weaknesses 
Drobing questions. 
Grade 7 
Shows exceptional vision and^oresi^ÉâbouUhe Mare of the service. Consistently turns high level strategy 
into action with plans coverih^L-a|^'ectFoWô%s*, staffing and resource requirements. 
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ocus is exclusively on short term gains. Is not successali in actioning strategy. Displays a poor understandin^ 
f the broader poiicing context. Lacks vision and foresight. 
iradc 2 
rioritises inappropriately in view of service plans. Is not consistent in actioning strategy. Conducts illogical 
ppraisals of available options. Short term gains are not always balanced against longer term objectives. 
irade3 
)isplays some vision and foresight about the future. Plans sometime lack information on politicai/community 
>sues. Doesn't always understand how broader poiicing environment affects strategy. Is capable of planning 
or différent scénarios. 
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Date : 01/03/1999 M i n i s t r y o f D e f e n c e P o l i c e T r a i n i n g Cen t re 
C l a s s L i s t 
Page 
Course Ref 
Tit le 
Trainer(s) 
P D R O F F / 001 Class Room A U D I T O R I U M 
PDR OFF ICERS W O R K S H O P 
Start Date 02/03/1999 
Rank Number Name Sex Station O C U 
-DETECTIVF INSP-EC-TOR-
— 
- BALDWIN-A-C - - — M CID-CENTRAL-LON -CID-W&T-HERSFIELD 
S E R G E A N T 3917 BRIZZOLARA J A M F O R E S T M O O R L O N G T O W N 
I N S P E C T O R EASTHAM A W M S T A F F O R D S T A F F O R D 
INSPECTOR G O L D S M I T H C R M MILLHILL UXBRIDGE 
INSPECTOR •doy HAINES R D M P O R T S M O U T H P O R T S M O U T H 
INSPECTOR LONG D M PTC W E T H E R S F I E L PTC W E T H E R S F I E L D 
CHIEF INSPECTOR faty M A N N I N G A C M ALDERMASTON A L D E R M A S T O N 
S E R G E A N T 2785 MILES S E M APT CORSHAM FOXHILL 
S E R G E A N T fcuU. 2963 M O O D Y P F M BURGHFIELD BURGHFIELD 
INSPECTOR P A T E R S O N A J M C O U L P O R T SCOTLAND 
. S E R G E A N T 
S E R G E A N T 
2410 
3464 
REID W A 
R O W E M B 
M 
M 
G L E N C O R S E 
HMNB D E V O N P O R T 
SCOTLAND 
D E V O N P O R T 
W / S E R G E A N T 0625 W A L S H K M F H E R E F O R D H E R E F O R D 
S E R G E A N T 3866 W H I T S O N D M O S U MDP O S U W E T H E R S F I E L D 
I k l f iit^U-i V C OCU ALbtZ. *t-<fi TOA/ 
End Date 03/03/1999 
Accommodation 
Total : 14 
Males : 13 
Females : \ 
L O R N A \ T C L A S L S T / 01/03/1999 
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P P R PILOT STATTQNS 
OFFICERS TAK3NG PART 
APT CORSHAM 
Contact: Steve MILES 01125 814741 
..'Constable 1902 
Constable 2603 
Constable 3165 
.^Constable 607 
Lee MAPLESTON 
Richard LUCRINO 
Andy RERVTN 
Pam RADCLIFFE 
PTC 
Contact: Dave LONG 01371 354150 
Sergeant Chris REECE 
Sergeant Tim WASHINGTON 
Sergeant Tony SHERIDAN 
BURGHFEELD 
Contact: Paul MOODY 01189 337377 
Constable 4942 
Constable 4716 
Constable 2923 
Constable 3972 
Constable 4114 
John FIDGETT . 
Brian ENGLÍSH 
Neu TURNER . 
Steven SHREEVE' 
Graham CABBLE 
OSTI 
Contact: Dave WHITSON 01371 354568 
Constable Charlie ROWNTREE 
Constable Norrie PEARSON 
Constable Elaine DENHAM 
GLENCOURSE 
Contact. Gus REÍD 0131 3103199 
Constable 3600 MURPHY 
Constable 1032 FERGUSON 
Constable 1276 PARÍS 
Constable 796 TURNBULL 
Constable 3674 McCALLUM 
APT STAFFORD 
Contact: Tony EASTHAM 0370 476603 
Sergeant 3020 NICHOLA 
Sergeant 1004 MAWMAN 
FOREST M O O R 
Contact: John BR1ZZOLARA 01423 567281 Ext 4237 
Constable 3545 Ian PALLISTER 
Constable 3033 David SHELT 
APT MTJLL HILL 
Contact: Chris GOLDSMITH 0181 3186290 
Sergeant 11S6 Noei RING 
^Sergeant 3693 Mark DUDLEY 
^.Sergeant 1596 Alan PIGGOTT 
Temp/Sergeant 959 Martin ECCLES 
Temp Sergeant 3820 Rob WANLESS 
Sergeant 1481 Brian NICOL 
COULPORT 
Contact: Alan Paterson 01436 674321 Ext 622S 
Sergeant 3246 BURNS1DE 
Sergeant 4290 RUSSELL 
Sergeant 1628 WILSON 
HEREFORD Visit must be early May or first week in June 
Contact: Kath WALSH 01432 357311 Ext 2342 
Constable 3766 Alan Bodell 
Constable 1903 Bob CRAGG 
Constable 4650 Bob LAIÜNS 
DEVONPORT 
Contact: Mark ROWE 01752 553456 
Sergeant 1777 Stephen DRINKWATER 
Sergeant 2889 Simon MASON 
Sergeant 3689 Geofffey TOMLINSON 
PORTSMOUTH - Visit must be 3rd week in May 
Contact: Roy HAINES 01705 726716/22866 
Sergeant 3041 Alan HALL 
Sergeant 4321 ADSHEAD 
ALDERMASTON 
Contact: Andy MANNING 00189 8256371 
Inspector S POTTS 
Sergeant 4512 NOWAK 
Sergeant 3950 CONNOLLY 
Constable 4932 BETHEL 
Constable 4973 MALLET 
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Performance Development Review 
Questionnaire 
1 . D o y o u u n d e r s t a n d t h e P D R s y s t e m ? 
yes • no • not sure • 
Please expla in your answer 
2. Is y o u r po l i c i ng pr io r i t ies l i n k e d w i t h y o u r l oca l p o l i c i n g p l a n ? 
yes • no • not sure • 
Please expla in your answer 
3. H o w sa t i s f i ed a r e y o u w i t h y o u r a g r e e d p o l i c i n g p r io r i t i es? 
very satisf ied • satisf ied • neither • dissatisf ied • very satisf ied • 
Please expla in your answer 
4 . H o w e f f ec t i ve d o y o u c o n s i d e r t h e s t a n d a r d g r a d e s (1 -7 ) f o r P D R c o r e sk i l l s t o b e ? 
very ef fect ive • ef fect ive • neither • ineffect ive • very inef fect ive • 
Please expla in your answer 
5. H o w o b j e c t i v e d o y o u c o n s i d e r t h e é v i d e n c e l og to b e ? 
very objective • objective • neither • not objective • not very objective • 
Please explain your answer 
6. W h a t spéc i f i e i m p r o v e m e n t s w o u l d y o u s u g g e s t to t h e P D R Sys tem? 
T o help us clarify your points we would like to contact you if necessary. If you would rather 
remain anonymous, please do not feel obliged to complète the following. 
Name 
Rank 
Position 
T h a n k y o u f o r y o u r t i m e i n c o m p l e t i n g t h i s q u e s t i o n n a i r e 
APPENDIX "I 
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L E V E L 1. P. 2. 3. S L F 4. D. 5 .CR+ IN 6 . L E A D E 7. M& 8. O P S 9. S T R G I C 
N u m b e r S T A T I O N E V I D E N C E 3. L E V E L S +/- E T H I C S C O M M M O T V I O N M K N G N O V R ' S H P D E V P L N G P L N G 
1 P O R T S M O U T H 32 X 1X1 + 6 6 6 6 7 6 5 6 X 
2 P O R T S M O U T H 37 1 1X1 + 5 5 5 6 5 5 5 6 X 
3- ' F O R E S T M O O R 51 6 5 4 4 4 4 X X X X 
4 B U R G H ' F L D 46 X 6 6 6 5 5 X X X X 
5 B U R G H ' F L D 20 8 4 4 4 3 3 X X X X 
6 B U R G H ' F L D 50 3 2X1+ .1X2+ 4 4 5 5 4 X X X X 
7 B U R G H ' F L D 13 X 4 5 4 5 X X X X 
8 B U R G H ' F L D 35 X 5 4 5 4 5 X X X ' X 
9 A L D E R M A S T O N 52 X 5 6 6 5 4 X X X X 
10 A L D E R M A S T O N 6 X X X X X X X X X X 
11 A L D E R M A S T O N 54 X X X X X X X X X X 
12 A L D E R M A S T O N 44 X X X X X X X X X X 
13 O S U 25 3 5 5 6 5 6 X X X X 
14 O S U 38 3 4 4 3 4 4 X X X X 
15 O S U 39 1 5 4 5 5 6 X X X X 
16 S T A F F O R D 25 X 5 5 4 4 5 4 4 4 X 
17 C O U L P O R T 9 X 4 5 5 4 5 5 4 4 X 
16 C O U L P O R T 86 7 5 5 4 4 5 5 4 4 X 
19 C O U L P O R T 4 X 5 4 5 4 5 5 4 5 X 
20 C O U L P O R T 10 X X X X X X X X X X 
21 C O U L P O R T 6 X X X X X X X X X X 
22 D E V O N P O R T 13 X 1X1 + 5 4 4 4 4 4 5 4 X 
23 D E V O N P O R T 23 X 5 4 5 4 5 4 5 4 X 
24 A P T MILL H I L L 76 X 5 5 5 5 5 6 5 6 X 
25 A P T MILL H I L L 27 X 1X1 + 5 6 5 5 5 5 6 5 X 
T O T A L 821 32 6 97 95 96 91 92 49 47 48 X 615 
A V E R A G E 32.8 3.90% 4.85 4.75 4.8 4.55 4.84 4.9 4.7 4.8 
APPENDIX " J" 
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O C U P D R F a m i l i a r i s a t i o n P r o g r a m m e 
(0900 h r s t o 1 3 0 0 H r s ) 
R A N J I T 
1. Aim 
T o g i v e y o u a n u n d e r s t a n d i n g o f t h e P D R a p p r a i s a l s y s t e m a n d t h e c o r r e c t 
p r o c é d u r e s t o b e f o l l o w e d . 
2. Objectives 
B y t h e e n d o f t h i s t r a i n i n g p a c k a g e y o u w i l l b e a b l e t o : 
1 . E x p l a i n t h e p u r p o s e o f P D R 
2 . D e s c r i b e t h e b e n e f i t s o f t h e P D R S y s t e m 
3 . D e s c r i b e t h e c o r e p o l i c i n g s k i l l s 
4 . E x p l a i n h o w t h e c o m p e t e n c y l e v e l s w e r e c r e a t e d 
5. E x p l a i n t h e i m p o r t a n c e o f S u p p o r t i n g I n f o r m a t i o n ( S I ) 
6 . E x p l a i n h o w t o u s e t h e 5 s t e p s o f t h e P D R p r o c e s s 
7 . U n d e r s t a n d t h e T r a i n i n g P a c k a g e 
3. introduction 
H o w m a n y o f y o u h a v e t h e r e s p o n s i b i l i t y t o w r i t e u p o u r c u r r e n t A n n u a l S t a f f 
R e p o r t s . W h a t s k i l l s d o y o u u s e t o w r i t e t h e m . T h e r e f o r e , t h i s p r o g r a m m n e 
i s n o t a b o u t s k i l l s t r a i n i n g , i f a n y o n e o f y o u h a v e t h e n e e d o n d e v e l o p i n g 
c e r t a i n s k i l l s , t h e n y o u s h o u l d g o t h r o u g h t h e n o r m a l Channels a n d s e e k a 
t r a i n i n g c o u r s e w h i c h w i l l h e l p y o u e n h a n c e t h o s e s k i l l s . W e a r e g o i n g t o 
a c h i e v e t h e f a m i l i a r i s a t i o n p r o g r a m m e s a i m a n d o b j e c t i v e s t h r o u g h 4 
i n t e n s i v e s e s s i o n s . 
[. G i v e y o u t h e k n o w l e d g e o n t h e P D R 
I I . O p p o r t u n i t y t o a p p l y t h e k n o w l e d g e g a i n e d 
I I I . D e s c r i b e t h e P D R p r o c é d u r e s 
IV . C l a r i f y i s s u e s t h r o u g h Q u e s t i o n s a n d A n s w e r 
D e s c r i b e t h e T r a i n j o u r n e y 
4. Session 
0 9 0 0 - 0 9 4 0 s e s s i o n I ( 0 9 4 0 t o 0 9 5 0 - B r e a k ) 
0 9 5 0 - 1 0 3 0 s e s s i o n II ( 1 0 3 0 t o 1 0 5 0 - T e a / C o f f e e ) 
1 0 5 0 - 1 1 3 0 s e s s i o n l l / l l l ( 1 1 3 0 t o 1 1 4 0 - B r e a k ) 
1 1 5 0 - 1 2 3 0 s e s s i o n III 
1 2 3 0 - 1 3 0 0 s e s s i o n I V 
Your Responsibilities: T o e n s u r e t h a t P D R a w a r e n e s s ìs p r o v i d e d t h r o u g h o n 
t h e j o b t r a i n i n g t o a l i o f f i c e r s . H e l p w i l l b e g i v e n t o y o u v i a t h i s p r o g r a m m e , 
t h e p r o d u c t i o n o f a 4 5 m i n u t e s e l f l e a r n i n g p a c k a g e f o r a l i o f f i c e r s a n d f r o m 
y o u r O C U P D R s u p p o r t o f f ì c e r . 
R O G E R 
5. Purpose ofMDP PDR appraisal system 
T h e t i t l e P D R s t a n d s f o r " P e r f o r m a n c e a n d D e v e l o p m e n t R e v i e w " a n d i s 
d e s i g n e d t o f o c u s o n t h e p e r f o r m a n c e i m p r o v e m e n t , s k i l l s d e v e l o p m e n t , a n d 
t h e p r o c e s s o f p e r f o r m a n c e m a n a g e m e n t , a s o p p o s e d t o a n a n n u a l r i t u a l o f 
a p p r a i s a l . T h e a i m o f t h e M D P P D R s y s t e m i s t o : 
"Improve the Forcé performance through focused effort of individuáis' and the 
delivery of a meaningful performance appraisal. The MDP's overall 
achievements are the accumulation of individual officers' performance." 
P D R i s t o c o n t r i b u t e t o i m p r o v e m e n t s i n t h e q u a l i t y o f s e r v i c e a s d e t e r m i n e d 
b y l o c a l p o l i c i n g p r i o r i t i e s , i n a m a n n e r , w h i c h is c o n s i s t e n t w i t h t h e s t a t e d 
v a l ú e s o f t h e M i n i s t r y o f D e f e n c e P ó l i c e A g e n c y . A t a m o r e b a s i c l e v e l , i t s 
o b j e c t i v e s a r e t o : -
Plan performance - t o p r o v i d e o f f i c e r s w i t h a c l e a r u n d e r s t a n d i n g o f w h a t i s 
r e q u i r e d f r o m t h e m i n t e r m s o f t h e i r o w n p e r f o r m a n c e , a n d h o w t h i s l i n k s w i t h 
l o c a l p o l i c i n g p r i o r i t i e s a n d o b j e c t i v e s . 
Manage performance - t o p r o v i d e o f f i c e r s w i t h f e e d b a c k a n d c o a c h i n g t o h e l p 
t h e m p e i i b r m e f f e c t i v e l y . 
Review performance - t o r e c o g n i s e a c h i e v e m e n t a n d t o i d e n t i f y s t r e n g t h s a n d 
d e v e l o p m e n t a l á r e a s . 
Improve performance - t o a g r e e a n d s u p p o r t a d e v e l o p m e n t a l p l a n , w h i c h 
r e c o r d s t h e a c t i o n n e c e s s a r y t o i m p r o v e a n o f f i c e r ' s p e r f o r m a n c e i n t h e i r 
c u r r e n t r o l e . W h e r e a p p r o p r i a t e t o w i d e n t h e i r p o t e n t i a l t o t a k e o n o t h e r r o l e s 
w i t h i n t h e F o r c é . 
6. The PDR appraisal system is based on 
Simplicity - t h e p r o c e d u r e i s k e p t a s s i m p l e a n d s t r a i g h t f o r w a r d a s p o s s i b l e . 
Acceptability - t o t h e o f f i c e r , t h e 1 5 t R e p o r t i n g o f f i c e r , t h e M D P a n d t h e 
D e f e n c e c u s t o m e r . 
Fairness - i s o p e n , o b j e c t i v e a n d r e q u i r e s f u i l p a r t i c i p a t i o n o f t h e i n d i v i d u a l 
o f f i c e r i n t h e a p p r a i s a l p r o c e s s . It i s b a s e d o n t h e i n d i v i d u a i ' s p e r f o r m a n c e 
i r r e s p e c t i v e o f t h e i r g e n d e r , m a r i t a l s t a t u s , r a c e , c o l o u r , e t h n i c o r n a t i o n a l 
o r i g i n , s e x u a l o r i e n t a t i o n , r e ü g i o u s b e l i e f o r o t h e r f a c t o r s u n c o n n e c t e d w i t h 
t h e i r p e r f o r m a n c e a t w o r k . T h e i n d i v i d u a l o f f i c e r h a s a c o n s i d e r a b l e c o n t r o l 
o v e r t h e i r o w n a p p r a i s a l . 
Developmental approach - t h e r e is a n e m p h a s i s o n c o r e p o l i c i n g s k i l l s 
d e v e l o p m e n t a n d i m p r o v e m e n t . 
Link with local policing plans - i n d i v i d u a l p e r f o r m a n c e is l i n k e d i n a c o n s i s t e n t 
a n d c l e a r í y d e m o n s t r a b l e w a y w i t h t h e s t r a t e g i e d i r e c t i o n a n d p r i o r i t i e s o f t h e 
F o r c e . 
7. Force Requirement 
P D R is a d u t y , w h i c h is t o b e u n d e r t a k e n b y a l l o f f i c e r s w i t h i n t h e M D P . A n 
e f f e c t i v e P D R a p p r a i s a l s y s t e m c a n b e a c h i e v e d b y t h e 1 s l R e p o r t i n g O f f i c e r 
a n d t h e o f f i c e r w o r k i n g t o g e t h e r t o a c h i e v e t h e f o r c e ' s o b j e c t i v e s , a n d i n 
t o d a y ' s p o l i c i n g e n v i r o n m e n t t h i s r e q u i r e s a h i g h l e v e l o f m o t i v a t i o n . 
M o t i v a t i o n , t h r o u g h r é c o g n i t i o n , p r a i s e , d e v e l o p m e n t a l f e e d b a c k , p o s i t i v e 
w o r k i n g r e l a t i o n s e t c , l e a d s t o e n h a n c e d p e r f o r m a n c e . 
8. Who is to be appraised 
AH p o l i c e o f f i c e r s , f r o m C o n s t a b l e u p t o C h i e f S u p e r i n t e n d e n t . 
9. The Review Períod 
T h e P D R s y s t e m f o l l o w s a t w e l v e - m o n t h c y c l e , k n o w n a s t h e r e v i e w p e r i o d . 
F o r c o n s t a b l e s t h e r e v i e w p e r i o d c o m m e n c e s t h e d a t e o f j o i n i n g t h e M D P . A H 
S u p e r v i s o r s r e v i e w p e r i o d s c o m m e n c e o n t h e d a t e o f t h e i r p r o m o t i o n t o t h e 
r e l e v a n t r a n k . 
10. Probationary Constables 
P r o b a t i o n a r y C o n s t a b l e s a r e s u b j e c t t o a s e p a r a t e p e r f o r m a n c e r e p o r t d u r i n g 
t h e i r 2 - y e a r p r o b a t i o n a r y p e r i o d . A t t h e e n d o f t h e i r p r o b a t i o n a r y p e r i o d , t h e 
o f f i c e r w i l l c o m m e n c e t h e P D R s y s t e m . T h e a n n u a l s t a r t d a t e w i l l b e t h e d a t e 
o f j o i n i n g t h e M D P . 
11. Core policing skills 
In a l i t h e r e a r e 9 c o r e p o l i c i n g s k i l l s f o r t h e P D R a p p r a i s a l s y s t e m . -
• (1) Professional and Ethical Standards 
• (2) Communication 
• (3) Self-motivation 
• (4) Décision making 
• (5) Creativ'ity and Innovation 
• (6) Leadership 
• (7) Managing and Developing staff 
• (8) Operational Planning 
• (9) Strategie Planning 
S k i l l s - 1 t o 5 a p p l y t o C o n s t a b l e s , 1 - 8 t o S e r g e a n t s a n d 1 - 9 t o I n s p e c t o r s 
a n d a b o v e . 
T h e c o r e p o l i c i n g s k i l l s w h e n e f f e c t i v e l y u s e d a c r o s s t h e k e y a r e a s o f 
s é l e c t i o n , p e r f o r m a n c e , d e v e l o p m e n t a n d p r o m o t i o n , w i l l p r o v i d e o u r F o r c e 
w i t h a s y s t e m w h e r e a p o l i c e o f f i c e r ' s w h o l e p e r f o r m a n c e a n d d e v e l o p m e n t 
c a n b e i d e n t i f i é e ! a n d r e c o g n i s e d . 
RANJIT 
12. Five steps ofthe PDR model 
S T E P 1. W h a t i s t o b e d o n e ( l o c a l p o l i c i n g p l a n a n d p r i o r i t i e s ) 
S T E P 2. H o w d o w e k n o w it i s b e i n g d o n e ( a c t i o n p l a n ) 
S T E P 3. H o w d o w e d o it ( c o r e p o l i c i n g s k i l l s ) 
S T E P 4. H o w w e l l w e d o it ( c o m p e t e n c y l e v e l s ) 
S T E P 5. H o w c a n w e d o it b e t t e r ( d e v e l o p m e n t a l p l a n ) 
13. STEP 1 - What is to be done 
A t t h e s t a r t o f t h e P D R r e v i e w p e r i o d , e v e r y o f f i c e r s h o u l d i d e n t i f y u p t o 4 
p r i o r i t i e s w i t h t h e i r f i r s t r e p o r t i n g o f f i c e r . T h e p r i o r i t i e s m u s t b e : 
• C l e a r l y d e v o l v e d f r o m t h e F o r c e P o l i c i e s 
• F o r c e K e y t a r g e t s 
• F o r c e a n d S t a t i o n M I R p e r f o r m a n c e t a r g e t s 
• O C U P l a n s L o c a l P o l i c i n g P l a n a n d / o r J o b P r o f i l e 
• F o r w a r d l o o k i n g 
• S p e c i f i c a n d u n a m b i g u o u s 
• C a p a b l e o f b e i n g r e v i e w e d 
• W r i t t e n i n a c t i o n t e r m s 
• N o t a d d r e s s i n g p e r s o n a l d e v e l o p m e n t 
T h e p u r p o s e o f t h e p r i o r i t i e s i s t h a t t h e o f f i c e r s c l e a r l y u n d e r s t a n d w h a t i s 
e x p e c t e d o f t h e m in t h e i r c u r r e n t r o l e , a n d a r e a s o f p e r f o r m a n c e t h a t w i l l b e 
a p p r a i s e d d u r i n g t h e r e v i e w p e r i o d . T h e p r i o r i t i e s m u s t b e a g r e e d w i t h t h e 1 s t 
R e p o r t i n g O f f i c e r . 
14. STEP 2 - How do we know it is being done 
T h e o f f i c e r s h o u l d u s e t h e S M A R T p r i n c i p l e t o f o r m a n a c t i o n p l a n f o r a g r e e d 
p r i o r i t i e s . 
15. STEP 3 - How do we do it 
O f f i c e r s w i l l w o r k t h r o u g h t h e a c t i o n p l a n d e m o n s t r a t i n g t h e P D R c o r e 
p o l i c i n g s k i l l s , w h i c h r e l a t e t o t h e i r r a n k . 
How: It i s e x t r e m e l y I m p o r t a n t t o u n d e r s t a n d t h e d i f f é r e n c e b e t w e e n t a s k s 
a n d t h e c o r e p o l i c i n g s k i l l s ( s a m e f o r e a c h r a n k a n d t h e r e f o r e t a k e s c o g n i z e s 
o f v a r i o u s r ô l e s , p e r f o r m i n g d i f f é r e n t t a s k s ) . 
Use the analogy of, driving (Skills) différent makes of cars (Task/Priorities). 
Record in the Supporting Information (Sis) 
16. STEP 4 - How well we do it 
C o m p e t e n c y L e v e l s 
17. How am I doing? 
How do you rate your ability to do your job? Give your self a score between 1 
and 10 on the following table. 
Show Measurement Scale 
N o w a n s w e r t h e f o l l o w i n g q u e s t i o n . 
How tali are you? Again, give yourself a score between 1 and 10 on the 
following table. 
Show Measurement Scale 
W h a t y o u s c o r e d y o u r s e l f o n t h e s e c o n d q u e s t i o n w o u l d d é p e n d o n t h e 
criteria y o u u s e d . S o w h a t c r i t e r i a d i d y o u u s e ? S o m e o f y o u w i l l h a v e 
c o m p a r e d y o u r s e l f t o t h e g e n e r a l p o p u l a t i o n , s o m e m a y h a v e c o m p a r e d 
t h e m s e l v e s t o c o l l e a g u e s o r o t h e r p o l i c e o f f i c e r s , w h i l s t m o s t w i l l h a v e 
c o m p a r e d t h e m s e l v e s o n l y t o m e m b e r s o f t h e i r g e n d e r . S o t h e r e s u l t s o f t h i s 
s u r v e y w i l l b e d i s t o r t e d , u n r e l i a b l e , a n d n o t v a l i d b e c a u s e , i n e f f e c t a n e l a s t i c 
t a p e m e a s u r e h a s b e e n u s e d . 
So if the question was asked again, using an effective measurement tool how 
would you score now? 
Scale measurement 
T h e o u t c o m e o f a s u r v e y c a r r i e d o u t o n t h i s b a s i s w o u l d b e r e l i a b l e a n d a 
g r a p h i l l u s t r a t i n g t h e r e s u l t s w o u l d l o o k s o m e t h i n g l i k e t h i s : 
Normal Distribution Graph 
T h i s i s c a l l e d a " n o r m a l d i s t r i b u t i o n c u r v e " b e c a u s e b y d é f i n i t i o n t h e m a j o r i t y 
o f p e o p l e w i l l b e a r o u n d g r a d e 3, 4 a n d 5 w i t h f e w e r p e o p l e a t e i t h e r e x t r e m e . 
P o l i c e p e r f o r m a n c e i s m o r e c o m p l e x a n d t h e r e f o r e c a n b e s u b j e c t i v e i f a n 
e f f e c t i v e m e a s u r e m e n t t o o l i s n o t u s e d t o m e a s u r e t h a t p e r f o r m a n c e . N o w g o 
b a c k t o t h e o r i g i n a l q u e s t i o n . 
How do you rate your ability to do your job? 
T h e c h a n c e s a r e t h a t y o u g a v e y o u r s e l f a s c o r e o v e r 5. T h i s i s b e c a u s e i t i s 
n a t u r a l n o t t o b e l i e v e o r a d m i t w e a r e b e l o w a v e r a g e a t s o m e t h i n g . It i s 
m a t h e m a t i c a l l y i m p o s s i b l e f o r e v e r y o n e t o b e a b o v e a v e r a g e . 
M D P P D R a i m s t o m a k e t h e a p p r a i s a l s y s t e m a s o b j e c t i v e a s p o s s i b l e b y 
u s i n g c o m p e t e n c y l e v é i s f o r c o r e p o l i c i n g s k i l l s . P D R r e c o g n i z e s t h a t y o u 
c a n ' t u s e t h e s a m e c r i t e r i a f o r a s s e s s i n g p o l i c e o f f i c e r s w h o a r e o f d i f f é r e n t 
r a n k a n d i n a d i f f é r e n t r o l e . F o r t h i s r e a s o n , c o m p e t e n c y l e v é i s u n d e r p i n n e d 
w i t h t h e n o r m a l d i s t r i b u t i o n c u r v e h a v e b e e n c r e a t e d f o r e v e r y p o l i c e r a n k 
w i t h i n o u r F o r c e . 
18 Competency Levels 
T h e c o m p e t e n c y l e v e l s w e r e p a r t o f t h e H O r e s e a r c h ( 1 8 m o n t h s ) 4 3 / 1 9 9 6 , 2 
l e v e l s w e r e i n i t i a l l y c r e a t e d . K e n t P o l i c e t h e n w o r k e d o n t h e l e v e l s , w h e r e 
t h e y u s e d a n e x t e r n a ! O r g a n i z a t i o n a t a c o s t o f £ 2 5 0 , 0 0 0 t o d e s i g n 
c o m p e t e n c y l e v e l s f o r t h e i r o f f i c e r s ' r ô l e a n d r a n k . T h e s e l e v e l s w e r e 
s u b s e q u e n t l y p u r c h a s e d b y t h e H u m b e r s i d e P o l i c e . M D P o b t a i n e d t h e 
c o p y r i g h t f o r m t h e H u m b e r s i d e P o l i c e i n J a n u a r y 1 9 9 9 . T h e r e a f t e r , t h è s e 
c o m p e t e n c y l e v e l s h a v e b e e n c o n t e x t u l i s e d t o o u r F o r c e ' s n e e d s t h r o u g h a n 
e x t e r n a l s o u r c e f r o m G l o u c e s t e r s h i r e P o l i c e . In a d d i t i o n , t h e c o m p e t e n c y 
l e v e l s h a v e b e e n e x t e n s i v e l y t e s t e d i n t e r n a l l y t h r o u g h t h e P D R p i l o t p h a s e , 
D e f e n c e P o l i c e F é d é r a t i o n , C a r e e r D e v e l o p m e n t D e p a r t m e n t a n d b y 
S u p e r i n t e n d e n t M a n g h n a n i H O N a t i o n a l P o l i c e T r a i n i n g e v a l u a t o r . T e n 
e x t e r n a l c o m p a n i e s w e r e c o n s u l t e d 
Show various Competency Levels from the Manual of Guidance. 
19 Group Task 
Video (7 minutes) 
Task 
Y o u h a v e j u s t o b s e r v e d a n i n c i d e n t . In y o u r g r o u p d i s c u s s t h e p e r f o r m a n c e 
of t h e I n s p e c t o r . U s e t h e C o m p e t e n c y L e v e l s f o r a n I n s p e c t e r r a n k 
( p r o v i d e d ) a n d f o r C o r e P o l i c i n g S k i l l s of: 
1 . P r o f e s s i o n a l a n d E t h i c a l S t a n d a r d s 
2 . C o m m u n i c a t i o n 
d e c i d e , a s a g r o u p , w h a t c o m p e t e n c y l e v e l h a s b e e n a c h i e v e d a n d w h y . 
G i v e t h e r e a s o n s i n w r i t i n g . Y o u w i l l b e a s k e d t o p r é s e n t t h i s i n t h e p i e n a r y 
s e s s i o n . 
( T a s k t i m e 1 5 m i n u t e s ) 
Provide Blank SI Forms for recording the reasons. 
20. STEP 5 • How can we do it better 
D e v e l o p m e n t a l p l a n . T h e p u r p o s e i s t o c o n t i n u o u s l y e n h a n c e i n d i v i d u a i 
o f f i c e r ' s p e r f o r m a n c e a n d t h u s of t h e F o r c e . I d e n t i f y i n g d e v e l o p m e n t n e e d s i s 
a b o u t p e r f o r m a n c e , n o t p e r s o n a l i t y and a b o u t Spotting o p p o r t u n i t y to i m p r o v e 
t h a t p e r f o r m a n c e . 
ROGER 
21 PDR procedure 12 month cycle 
D i s p l a y t h e P D R F o r m s o n t h e s c r e e n 
RANJIT 
PDR FLOW CHART (talk through) 
22. CCMDP's Video 
(3 m i n u t e s ) 
23. Summarise 
R e v i s i t t h e O b j e c t i v e s 
1 . E x p l a i n t h e p u r p o s e o f P D R 
2. D e s c r i b e t h e b e n e f i t s o f t h e P D R s y s t e m 
3. D e s c r i b e t h e c o r e p o l i c i n g s k i l l s 
4. E x p l a i n h o w t h e c o m p e t e n c y l e v e l s w e r e c r e a t e d 
5. E x p l a i n t h e i m p o r t a n c e o f S u p p o r t i n g I n f o r m a t i o n ( S I ) 
6. E x p l a i n h o w t o u s e t h e 5 s t e p s o f t h e P D R p r o c e s s 
7. U n d e r s t a n d t h e T r a i n i n g P a c k a g e 
24. Questions and Answer Session 
Task 
Y o u h a v e j u s t o b s e r v e d a n i n c i d e n t . In y o u r g r o u p d i s c u s s t h e p e r f o r m a n c e 
o f t h e I n s p e c t o r . U s e t h e C o m p e t e n c y L e v e l s f o r a n I n s p e c t o r r a n k 
( p r o v i d e d ) a n d f o r C o r e P o l i c i n g S k i l l s of : 
1. Professional and Ethical Standards 
2. Communication 
D e c i d e , a s a g r o u p , w h a t c o m p e t e n c y l e v e l h a s b e e n a c h i e v e d o n e a c h c o r e 
s k i l l a n d w h y . G i v e r e a s o n s i n w r i t i n g . Y o u w i l l b e a s k e d t o p r e s e n t t h i s i n 
t h e p l e n a r y s e s s i o n . ( T a s k t i m e 1 5 m i n u t e s ) 
APPENDIX "K 
Videotape: CCMDP's Statement 
Group Task Exercise 
(in box) 
APPENDIX "L" 
(PDR Publications) 
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^ PDR (Performance and Deve lopment Review) Workshop was held in 
vlarch at M D P T C Wethersfield, vvhen 14 M D P representat ives of pìlot 
tations ( including DPF), a t tended. The workshop was opened by its 
ponsor, Barry Smith , ACC (P&T) Personnel and Training. Mr Smith 
tated the importance of in t roducing the Peformance and Deve lopmen t 
leview, stat ing that it would benefit ali officers for the future, and 
vould be va luable to the individuai . 
The purpose oh the 
•orkshop was to provide 
lenibers with a thorough 
nderstanding of the Core 
olieing Skìlls, and the PDR 
/sterri, in order to make an 
:tion pian on how to 
nplement the pìlot 
:hemes in their station?. 
The workshop was very 
itensive and raised many 
sue?, in particular linking 
riorities from Locai 
olieing Plans. For 
example, there was concern 
that some stations' Local 
Policing Flans just mirrored 
HQ and OCU plans, 
wtthout taking into account 
locai station needs. 
The workshop mtroduced 
the five steps of the PDR 
model: 
1. What is to be done? 
(Locai policing pitia prioritieì) 
1. How do we know ìt is 
betng done? (Action pian) 
3. How do we do it? (Core 
policing tkilk) 
4. How well do we do it? 
(Competenti/ leve!s) 
5. How can w e do it better? 
The emerging findings indicate an 
overxvhelmhig support for the P D R 
model appraisal system 
(Development plan) 
The PDR workshop 
helped the members link 
priorities from their Locai 
Policing Plans, emphasising 
the importance of gathermg 
workplace évidence against 
the core policing skills. 
There was consideratile 
discussion as to how 
évidence should be 
record ed, and it was agreed 
that ali évidence should be 
current, sufficient and 
valid. 
At the end of the work-
shop, an action pian was 
required from each pilot 
station's représentative as 
to how the PDR pilot 
would be introduced on 
station. 
Names of other officers 
who would be participating 
A , 
™ w% PP^P r ^ J I t e 
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! to justify their décision in taking or 
taking action. 
ise remember you are entitled to be 
sted by a Fédération Officiai at any 
i e of the restoring efficiency 
:e dures 
way of advice members are strongly 
id as a matter of course to check that 
r sickness records are correct and if 
haven't already got into the practice 
naintaining your own records for 
ire référence, start to do so. The 
:repancies in sickness records mainly 
cera self certified sick leave and the 
lent inclusion of rest days occurring 
îe beginning and end of a period of 
ness. 
nbers will know that each working 
(hat you are sick counts as a day's 
ance. Rest Days, Public Holidays 
î ld not normally count as a sick 
;nce. They would count, however, if 
were sick immediately before and 
: such days. For example if your rest 
s were Tuesday and Wednesday and 
were absent on Monday and 
rsday you will be recorded as being 
int for 4 days not 2. (See pamphlet 
enee Matters A guide for staff and 
mangers obtainable from personnel 
:es). 
minai Offence 
ì responsable staff organisation the 
cannot be seen to support any of its 
ibers who misuse or abuse sickness 
;nce. Members are warned that the 
idulent submiss ion of a self or 
tor's certificate is a serious 
ñplinary, if not criminal offence. 
iversely the Fédération wil l not 
¡rate any form of persécution or 
assoient of oui genuinely sick 
vagues- This is also reflected in MDP 
ncy Policy. The Force Sickness and 
enee strategy is a developing strategy. 
Federation's expectations are that 
will be expecting Force Management 
iemonstrate commitment to the 
fare of staff by maintaining contact 
ing absences. We will expect and 
e been assured that we will see a 
•e cohérent po l i cy of assist ing- -
ï loyees to return to work after 
onged or serious illness. 
liermore we will be asking the Force 
;ommit itself to a Mental Health 
icy as part of its strategy thus 
ressing the issue of stress related 
3S5 which accounts for far too many 
nature ili heath retirements. We will —-
xpecting the MDP agency - taHëvelop— 
her practical stratégies such as 
'essional private care to aid the return 
recovery of our members and we 
be expecting the Agency to pròmote 
d health and health awareness of its 
T over and above présent day 
ivities, ali a imed at preventing 
3sses or injuries caused by work. 
P e r f o r n i a n c e D e v e l o p m e n t 
R e v i e w ( P D R ) E x p l a i n e d 
The n e w Staff Reporting system currently being evaluated is 
ca l l ed the 'Performance Deve lopment R e v i e w (PDR)* and is 
designed to place emphas is on performance improvement, as 
opposed to an annual ritual of appraisal. 
The purpose of the PDR is to contribute 
to improvement in the quality of service 
as determined by the Local Policing 
Plans, in a manner which is consistent 
with the stated value of the Ministry of 
Defence Police Agency. The principle of 
the PDR system is based on its 
s impl ic i ty , acceptabil i ty, fairness, 
deve lopmenta l approach, link with 
corporate plan and link with our force 
values. Central to the PDR system is the 
notion that work performance should be 
appraised against a set of generic core 
policing skills. Sergeants and above are 
appraised for additional skills including 
such areas as communication, decision 
making, leadership and strategic 
planning. The MDP PDR system has been 
externally tested using appraisal systems 
from home office police forces and blue 
chip companies such as Glaxo Wellcome, 
Sony and Tesco. 
The PDR model is based on questions 
des igned to identify object ives , 
knowledge, methods, competence and 
development. 
Currently 39 officers are piloting the PDR 
across all OCU's. The first phase ended 
in May 1999 and a second survey will be 
conducted in August 1999, a comparison 
to establish and to measure the shift in 
officers' attitude towards the PDR. The 
PDR will be launched during September 
1999 at the OCU/SPO's conference and 
will go live on 1 fanuary 2000. 
Performance and Development 
The successful implementation of this 
project to make effective use of the core 
policing skills across the key áreas of 
selection, performance, development and 
promotion will provide our Forcé with a 
system where a pólice ofñcer's whole 
performance and development can be 
identified and recognised. The DPF 
endorses the ultimate aim of the MDP 
PDR system which is: 
"to improve MDP's 
performance through 
focused effort of 
individuáis' and the 
delivery of a meaningful 
performance appraisal. 
The MDP's overall 
achievements are the 
accumulation of 
individual officers' 
performance." 
The report on the effectiveness of the 
PDR system will be submitted to the 
Forcé by June 2000 
Sitting in Danger 
There have been two very récent occasions where our solicitors 
have obtained compensation amounting to £18,000 for injuries 
w h i c h o c c u r r e d as a resu i t of of f ice c h a i r s c o l l a p s i n g on 
individuals as they sat in them. 
In thèse cases £18,000 is just the tip of 
the-iceberg, as there are other financial 
factors to our organisation (MDP) such as 
the associated cost of sickness, overtime 
and Social Security Bene fi ts and 
increased insurance premiums. And 
let's not forget the pain and suffering and 
inconvenience caused to our members 
and the cost of their medicai treatment. 
The humble office chair is a mechanical 
device and as such we do expect such 
devices to be prone to failure. One 
accepted method for prévent ion of 
failure is p lanned maintenance and 
managers should ensure that work 
equipment is subject to a regular 
maintenance régime. However does 
anyone inc lude chairs in thèse 
programmes? 
451/99 - PARKER DEVELOPMENT - VACANCY FOR CONSTABLE - PNC 
AINER - NPT LEICESTER Cont'd 
2. Further information together with application forms can be obtained from NPT 
Leicester. Téléphone number 0116-248-2122. 
D/MDP/5/3/2 
452/99 - CAREER DEVELOPMENT-VACANCIES FOR UNIT BEAT OFFTCERS 
1. Applications are invited from suitably qualified Constables who wish to be 
considered for forthcoming vacancies of Unit Beat Officer. It is anticipated that the 
successful applicants will take up post on or before 1 Apr 00 at the following locations. 
a. Arborfield; 
b. Bassingbourne; ' 
c. Pirbright also covering Deepcut Garrison; 
d. Winchester also covering Worth Down Station. 
2. A standard 'Job Profile' is attached at Annex 'E* to this Forcé Order. 
3. Applicants should provide evidence to demónstrate that they possess the necessary 
skills, as outlined in the Job Profile, to carry out the dudes of the post. SPOs/OCU 
Commanders/Heads of Department are required to comment fully on the evidence put 
forward by applicants in support of their skills and abilities. When more than one 
application is forwarded for the same post from within any OCU, the OCU Commander is 
to include an order of suitability. 
4. Applicants are to clearly state on the application which UBO post they are applying 
for, submitting sepárate applications if applying for more than one post. 
5. Applications are to be submitted on the 'Forcé Advertised Post* form, through the 
normal channels to reach ACC (P&T) by 17 Dec 99. 
D/MDP/5/3/2 (P&T) 
453/99 - CAREER DEVELOPMENT • PERFORMANCE DEVELOPMENT 
REVIEW (PDR) - STAFF APPRAISAL 
1. Further to Force Order 37/99, the PDR pilot programme lasted four months, running 
from 1 Apr 99 through to 31 Jul 99. The key findings of the pilot study indicated that there 
is overwhelming support for the PDR appraisal system. For example, in response to a 
survey carried out in Aug 99 the results were: 
a. 86% of respondents understood the PDR system. 
b. 85% of respondents were satisfied with their policing priorities. 
c. 66% of respondents believed the 1-7 competency grading to be effective. 
453/99 - CAREER DEVELOPMENT - PERFORMANCE DEVELOPMENT 
REVIEW (PDR) - STAFF APPRAISAL Cont 'd 
d. 79% of respondents believed the evidence log to be objective. 
2. The evidence gathered in the survey did suggest that some users had difficulty in 
understanding the link between Local Policing Priorities, Core Policing Skills and the 
method of evidence gathering, and action has been taken to remedy this identified problem. 
In addition the PDR process has been amendeá to take into account changes recommended 
by those officers who took part in the PDR püot programme. 
3. PDR presentations have se far been given to CCMDP and the Agency Management 
Board Members and the DPF. PDR workshop presentations were also conducted at the 
recent OCU Commanders'/SPOs' Conference held at MDP Wethersfield. 
4 . The PDR appraisal system will be phased in to each OCU on a rolltng programme. 
This will alíow a 'drip-feed* system of officers going Uve, as the present system of 
reporting dates will remain extant i.e. constables reporting start date is the date of joining 
the Forcé, supervisors reporting start date being the date of promotion. The OCU phasing 
in programme will be as follows: 
Q C Ü FAMILIARISATION PDR START DATE 
OCU Uxbridge 
OCU Aldermaston 
OCU Stafford 
OCU Portsmouth 
OCU Devonport 
OCU Scotland 
OCU Burghfield 
OCUAldershot 
OCU Foxhill 
OCU Longtown 
OCU CID 
OCU PTC 
OCUOSU 
MDPHQ 
January 2000 
February 2000 
March 2000 
Aprii 2000 
Aprii 2000 
May 2000 
June 2000 
June 2000 
July 2000 
July 2000 
August 2000 
August 2000 
August 2000 
August/September 2000 
1 March 2000 
1 Aprii 2000 
1 May 2000 
1 June 2000 
1 July 2000 
1 August 2000 
1 August 2000 
1 September 2000 
1 October 2000 
1 October 2000 
.1 November 2000 
1 November 2000 
1 November 2000 
1 November 2000 
5. A training plan for each OCU will provide training and support for ali officers 
during the phasing in period of the PDR system. Ali PDR forms and the PDR Manual of 
Guidance will be supplied to ali OCUs/Stations/Departments on a disk, including a hard 
copy for those stations who may not have access to an IT system. 
6. The successful phasing in of the PDR project, where the Core Policing Skills, are 
efíectivéiy used across the key areas of sélection, performance, development and 
promotion, will provide our Force with a system where a çolice officerà whole 
performance and development can be identified and recognised. In addition, the PDR will 
help to achieve the Chief Constable's vision for the Force; 
n e w s 
PDR: Uxbridge takes the lead 
ON 20 January, the Performance and 
Development Review familiarisation 
programme was launched within OCU 
Uxbridge by Supt Ranjit Manghnani and Chief 
Insp Roger Phillips. 
Nearly 40 operational 
Supervisors and SPOs 
attended the four-hour 
programme. 
In addition, an active 
part was taken by the 
OCU Commander Tom 
Sloman, Deputy OCU 
Commander Bill Grey, and 
the DPF Chairman, Paul 
Trickey. 
The aims and objectives 
ot' the implementation 
programme were to: 
• Explain the purpose of 
PDR. 
• Describe the benefits of 
the PDR System. 
• Describe core policing 
skills. 
• Explain how the 
competency levels were 
created. 
• Explain the importance 
of supporting information 
(Si). 
• Explain how to use the 
five steps of the PDR 
process. 
• Understand the training 
package. 
This PDR was delivered 
over four intensive 
sessions: 
(a) Knowledge of the PDR 
svstem. 
(b) Opportunity to apply 
the knowledge gained. 
(c) The PDR procédures. 
(d) Clarification of issues 
through questions and 
answers. 
Officers were given the 
opportunity to apply 
knowledge gained by 
taking part in a group task 
linked with a video 
recording of an interview. 
The implementation 
programme concluded with 
a video being shown of 
CCMDP's statement of 
commitment to the PDR 
appraisal system. 
The initial reaction from 
OCU Uxbridge officers 
suggested that they were 
enthusiastic for, and 
supportive of, the PDR 
svstem. 
The officers were also 
informed that subséquent 
help and advice would be 
given via their nominated 
OCU PDR support officers, 
who are Insp Chris 
Goldsmith and Sgt Noël 
Ring. 
Each Supervisor within 
the OCU was given hard 
copies of the PDR learning 
package, with copies of the 
PDR forms. In addition, ail 
SPOs were given a 
computer dise contaïning 
the Manual of Guidance, 
learning package and ail 
relevant PDR forms. 
The intention is that ail 
other operational officers 
within OCU Uxbridge will 
go through the 45-minute 
self-learning package, and 
will be additìonally b rief ed 
by Supervisors w h o have 
attended the familiarisation 
programme. 
The Manual of Guidance 
also contains a section of 
"frequently asked 
questions", which are 
comprehensivelv answered 
for the reader. 
After the first delivery, 
there is confidence that 
officers throughout the 
force will embrace the PDR 
system with the same 
enthusiasm as those from 
OCU Uxbridge. TT 
( T u ® CELO) vu u 
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EARLIER this year, Worcester College of 
Technology hosted a National Conference for 
Further Education Colleges. 
In doing so, it invited 
MDP to address more 
than 50 collège lecturers 
from ail over the UK, w h o 
deliver the Public 
Services Programme to 
students studying from 
Foundation to H N D Ievel. 
The programme is 
designed for those w h o 
want to pursue a career 
with one of the 
uniformed services, 
including the police. 
It g ives students an 
insight into the various 
organisations, and offers 
exercises in, for example, 
leadership and interview 
skills . 
PC Mark Keightley, 
Community Liaison 
Officer at D M Kineton, 
and a regulär lecturer at 
Worcester College, 
accepted the rôle of 
Workshop leader. 
He gave an overview of 
the force, and outlined 
the ski l ls expected from 
applicants. The 
conférence included a 
présentation by Moria 
Hargreaves, Subject 
Leader of EDEXCEL, the 
organisation responsible 
for developing the Public 
Services Programme 
throughout the UK. She 
has expressed an interest 
that Mark, as a 
représentative of MDP, 
becomes involved with 
the drawing up of future 
syl labuses. 
"Some of the delegates 
were not fully aware of 
the MDP, its rôle or make-
up," Said Mark. 
"The présentation 
served as a useful 
vehicle in promoting the 
force nationally and, in 
turn, g ivîng MDP access 
to focused, high calibre 
young people w h o may 
previously not have 
considered a career with 
the force." TT 
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83/00 - CAREER DEVELOPMENT - VACANCIES FOR SERGEANTS ANI) 
CONSTABLES - SPECIAL ESCORT GROUP Cont'd 
2. 'Job Profiles* for the posts are atlached at Annexes *A' and *B' to this Force Order. 
Successful candidates will be required to undergo DV(A) vetting. 
3. The SEG is a professional body which carnes out escorting of nuclear materials 
throughout the UK. It is anticipated ihat in the future the SEG will also be responsible for 
escorting nuclear weapons. This is a demanding role requiring self-motivation, energy and 
the ability to work as a member of a team, lt brings with it a high degree of responsibility 
and job satisfaction, and is recognised as an excellent opportunity for officers wishing to 
seek career development/progression within a stimulating and challenging environment. 
4. FoIIowing short-listing, selected candidates will be required to attend a sélection 
assessment at AWE Aldermaston. 
5. Selected officers will be assessed in the folíowing disciplines: fírearms, weapon 
handling 9mm SLP/tactics, physical fitness, team building exercise and structured 
interview. 
6. Potential candidates are to provide évidence in their application that they possess 
those skills outlined in the relevant Job Profile. OCU Commanders/Heads of Department/ 
SPOs are required to fully comment on the applicant's skills and abilities before making 
any recommendation as to their suitability for the post sought. 
7. Applications are to be submiited on the 'Force Advertised Post* form, through the 
normal Channels, to reach ACC (P&T) by 31 Mar 00. 
D/MDP/5/3/2 (P&T) 
84/00 - CAREER DEVELOPMENT - PERFORMANCE DEVELOPMENT REVIEW 
(PDR) 
1 . Further to Force Order 453/99, the Performance Development Review (PDR) was 
launched within OCU Uxbridge on Thursday 20 Jan 00. A further PDR familiarisation 
programme was also carried out at AWE Aldermaston on Wednesday 9 Feb 00. A 
programme of PDR Familiarisation dates for the remainder of OCUs and MDPHQ has 
previously been promulgated to OCU Commandcrs/Heads of Department. 
2, Whe-n Supervisors have attended their OCU PDR Familiarisation Programme, they 
will be responsible for taking their operationat officers through the self-learning package. 
Help, support and advice will be avai'Iable to ail OCUs by way of OCU PDR Support 
Officers. A list of OCU PDR Support Officers and their role/responsibilities is attached at 
Annex C to this Force Order. 
• S 
ÎNVESIUR IN l'ËOPLM 
84/00- CAREER DEVELOPMENT - PERFORMANCE DEVELOPMENT REVIEW 
(PDR) Cont'd 
3. The PDR process is a duty which is to be carried out by all officers in the MDP, in 
accordance vvith the PDR Manual of Guidance. PDRs will be completed in respect of 
officers from Constable up to and including Chief Superintendent. 
D/MDP/5/21/1 (P&T) 
85/00 - ALTERATION TO COMPLEMENT 
1. The foüowing altération to complément becomes effective 29 Feb 00: 
Establishment Alteration 
HMNB Devonport Decrease 
5 Constables 
D/MDP(D3)5/6/l (P&T) 
86/00 - MDP DOG DISPLAY TEAM - ROYAL BATH AND WEST SHOW 
1. The MDP Dog Display Team's attendance at the Royal Bath and West Show has 
been authorised. The event will be held at the Royal Bath and West Showground, Shepton 
Maltet, Somerset, from 31 May 00 to 3 Jun 00. It is anticipated that it will be attended by 
over 250.000 members of the public, VIPs including Royalty, MPs and senior officers in 
the Armed Forces. 
2. Applications are invited from dog handlers who consider they and their dogs nave 
the necessary skills and abilities to represent the Force at such an event. 
3. Officers seiected to represent the Force will travel to RNAS Yeovilton on 22 May 
00 where they will be accummodated throughout. Training will take place from 23 May 
0t) to 30 May 00, however, the Team will attend the Showground on 26 May 00 for the 
Press and Publicity Day. 
4. Applications should be submitted, ihrough the normal Channels, to ACC(OPS) by 
31 Mar 00. 
D/MDP/3/5/4 (OPS) 
ÌOREHAM OBE OStJ D Univ(Middx) 
Chief Constable 
General Distribution 
O 
IWESTOK &" l'EWLIÌ 
ANNEX ( C T O FO 84/00 
OCU PDR SUPPORT OFFICERS 
Role of PDR Support Officers 
A c t a s a d v i s o r t o t h e O C U C o m m a n d e r , S P O s a n d o t h e r o f f i c e r s i n t h e O C U s w i t h r e g a r d 
t o q u e r i e s t h a t a r i s e w i t h t h e P D R p r o c e s s . R a i s e a n y c o n c e r n s o r i s s u e s t h a t c a n n o t b e 
a n s w e r e d w i t h t h e F o r c é C a r e e r D e v e í o p m e n t O f f i c e r . 
Responsibilities 
E n s u r e t h a t a l l S u p e r v i s o r s w i t h i n t h e i r r e s p e c t i v e O C U w h o d o n o t a t t e n d t h e P D R 
F a m i l i a r i s a t i o n P r e s e n t a r o n a r e f u l l y b r i e f e d p r i o r t o t h e i r O C U P D R s t a r t d a t e . 
E n s u r e t h a t a l l C o n s t a b l e s w i t h i n t h e i r r e s p e c t i v e O C U s c o m p l e t e t h e s e l f - l e a r n i n g 45 
m i n u t e P D R t r a i n i n g p a c k a g e . 
C o m p i l e a n d s u b m i t a r e t u r n t o t h e F o r c é C a r e e r D e v e í o p m e n t O f f i c e r ( v i a t h e O C U 
C o m m a n d e r ) c o n f i r m i n g t h a t a l l o f f i c e r s w i t h i n t h e O C U h a v e c o m p l e t e d t h e t r a i n i n g 
p a c k a g e . 
C o n t i n u é t o m o n i t o r t h e P D R p r o c e s s w i t h i n t h e i r r e s p e c t i v e O C U s , r e p o r t i n g b a c k t o t h e 
F o r c é C a r e e r D e v e í o p m e n t O f f i c e r a s r e q u i r e d . 
OCU PDR Support Officers 
O C U A l d e r m a s t o n C h I n s p r A M A N N I N G 
C h I n s p r R H O B L I N 
A W E ( A ) 
A W E ( A ) 
O C U A l d e r s h o t I n s p r J G R I F F I N A n d o v e r 
O C U B u r g h f i e l d S e r g e a n t P M O O D Y B u r g h f i e l d 
O C U D e v o n p o r t I n s p r C G R O V E S 
I n s p r M R O W E 
D e v o n p o r t 
D e v o n p o r t 
O C U F o x h i l l I n s p r R P H I L L I P S A P T L a r k h i l l 
O C U L o n g t o w n S e r g e a n t C K A Y A P T D i s h f o r t h 
O C U P o r t s m o u t h I n s p r R H A I N E S P o r t s m o u t h 
O C U S c o t l a n d C h I n s p r M O ' B Y R N E 
S e r g e a n t R T I D S W E L L 
I n s p r A P A T T E R S O N 
S e r g e a n t S B U R N S I D E 
C l y d e 
C l y d e 
R N A D C o u l p o r t 
R N A D C o u l p o r t 
O C U S t a f f o r d C h I n s p r D W A T S O N R M L l a n t r i s a n t 
O C U U x b r i d g e I n s p r C G O L D S M I T H A P T M i l l H i l l 
F o r O C U s C I D , O S U , P T C a n d M D P H Q D e p a r t m e n t s , C h I n s p r R P H I L L I P S a n d 
W / I n s p e c t o r P R O B E R T S ( C a r e e r D e v e l o p m e n t ) w i l l c a r r y o u t t h e r o l e o f P D R S u p p o r t 
O f f i c e r s . 
APPENDIX "M" 
(Memorandum from Police Officer "P") 
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MINISTRY OF DEFENCE POLICE 
Gireer Development Department 
MDP Headquarters Wethersficld Brainlrcc 
Essex CM7 4AZ 
Telephone: 01371 854522/4523 
Facs inv i le : 01371 854517 
Ranjit MANGHNANI Your Ref: 
Our Ref: D/MDP(P&T)5/3/1 
Pate : 10 February 2000 
Dear 
I am writing to thank you for the support you have given me throughout the last 15 months that 
we have been working on the PDR process. 
I have learnt a lot from you throughout the period we have worked together, and have 
appreciated and learnt from your methods of working and especially dealing with people. 
Your care and concern shown at the times when I feit overwhelmed with the project, combined 
with other work related matters that I was dealing with at the same time was also appreciated, 
giving a feeling of reassurance and support. 
Again, many thanks, the PDR project would not have been produced to such a good standard 
without your invaluable input. 
Best wishes 
' 'Lel's never forget, our people are the most valnable asse! V J 
INVESTOR IN PliOPLE 
DESIGNING AND IMPLEMENTING A NEW 
APPRAISAL SYSTEM 
FOR 
THE MINISTRY OF DEFENCE POLICE 
VOLUME 2 
CONTENTS 
1. MANUAL OF GUIDANCE 
2. COMPETENCY LEVELS 
Constable 
Sergeant 
Inspector 
Chief Inspector 
Chief Superintendent / Superintendent 
3. SELF-LEARNING TRAINING PACKAGE 
1. MANUAL OF GUIDANCE 
Chief Constables Foreword 
T h e P e r f o r m a n c e D e v e l o p m e n t R e v i e w ¡s a f o r w a r d l o o k i n g a p p r a i s a l s y s t e m , 
w h e r e í h e c o r e p o l i c i n g s k i l l s , w h e n e f f e c t i v e l y u s e d a c r o s s t h e k e y á r e a s o f 
s e l e c t i o n , p e r f o r m a n c e , d e v e l o p m e n t a n d p r o m o t i o n w i l l p r o v i d e o u r F o r c é w i t h a 
s y s t e m w h e r e a p ó l i c e o f f i c e r ' s w h o l e p e r f o r m a n c e a n d d e v e l o p m e n t c a n b e 
i d e n t i f i e d a n d r e c o g n i s e d . 
T h e t i t l e , P e r f o r m a n c e a n d D e v e l o p m e n t R e v i e w is d e s i g n e d t o p l a c e e m p h a s i s 
o n p e r f o r m a n c e i m p r o v e m e n t , s k i l l s d e v e l o p m e n t , a n d t h e p r o c e s s o f 
p e r f o r m a n c e m a n a g e m e n t , a s o p p o s e d t o a n a n n u a l r i t u a l o f a p p r a i s a l . T h e a i m 
o f t h e P D R is t o e n s u r e i m p r o v e m e n t s i n t h e q u a l i t y o f s e r v i c e , a s d e t e r m i n e d b y 
l o c a l p o l i c i n g p l a n s , i n a m a n n e r , w h i c h i s c o n s i s t e n t w i t h t h e s t a t e d v a l ú e s o f t h e 
M D P A g e n c y . 
T h e P D R is a n e x c e l l e n t s y s t e m t h r o u g h w h i c h w e w i l l d e v e l o p p e o p l e t o o c c u p y 
k e y p o s t s i n t h e f u t u r e . I e x p e c t a l l o f f i c e r s t o t a k e r e s p o n s i b i l i t y f o r t h e i r o w n 
d e v e l o p m e n t , a n d s u p e r v i s o r s a r e t o e n s u r e t h a t t h e y m o n i t o r t h e p r o c e s s , g i v e 
s u i t a b l e g u i d a n c e a n d c h e c k t h a t t h e r e i s s u p p o r t i n g e v i d e n c e , a c c u r a t e l y 
g r a d e d . T h e a p p r a i s a l p r o c e s s p r o v i d e s a c l e a r l i n k b e t w e e n t h e i n d i v i d u a l 
o f f i c e r , t e a m p e r f o r m a n c e a n d t h e o v e r a l l s t r a t e g i c d i r e c t i o n o f t h e F o r c é . 
T h e P D R w i l l i d e n t i f y s k i l l s t h a t t h e o f f i c e r w i l l r e q u i r e t o c o n t r i b u t e t o t h e 
A g e n c y ' s b u s i n e s s p l a n . T h e u l t í m a t e a i m o f t h e p r o c e s s i s t o i m p r o v e 
p e r f o r m a n c e t h r o u g h f o c u s e d e f f o r t o f i n d i v i d u a l o f f i c e r s a n d t h e d e l i v e r y o f a f a i r 
p e r f o r m a n c e a p p r a i s a l , t h r o u g h w h i c h t h e F o r c e ' s o v e r a l l a c h i e v e m e n t s a r e 
d e r i v e d f r o m a n a c c u m u l a t i o n o f i n d i v i d u a l o f f i c e r s ' p e r f o r m a n c e . 
C o n t i n u o u s g a t h e r i n g a n d a n a l y s i s o f e m p l o y m e n t r e l a t e d ¡ n f o r m a t i o n i s c r u c i a l 
t o t h e d e v e l o p m e n t o f o f f i c e r s ' c o r e p o l i c i n g s k i l l s . C o n t i n u o u s i m p r o v e m e n t o f 
s u c h e q u a t e s t o e n h a n c e d q u a l i t y o f c u s t o m e r s e r v i c e . T h e r e f o r e , t h e p r i n c i p i e 
o f t h e P D R s y s t e m s h o u l d b e b a s e d o n : 
• I ts s i m p l i c i t y 
• I t s a c c e p t a b i l i t y 
• I t s o b j e c t i v i t y a n d f a i r n e s s 
• I ts d e v e l o p m e n t a l a p p r o a c h 
• I t s l i n k w i t h l o c a l p o l i c i n g p l a n n í n g 
• I ts l i n k w i t h M D P v a l ú e s 
F i n a l l y , 1 w i s h t o e m p h a s i s e t h a t t h e n e w P D R s y s t e m h a s b e e n d e s i g n e d 
p r i m a r i l y f o r y o u r b e n e f i t , t h e o f f i c e r s w h o s e d a i l y w o r k a n d p e r f o r m a n c e i s 
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r e - e x a m i n e d a n d h a s b e e n r e d e s i g n e d a c c o r d i n g l y . I r e c o g n i s e t h e v a l u e o f 
q u a l i t y s t a f f a s s e s s m e n t s a n d t h e i r i m p o r t a n c e t o y o u r p e r s o n a l a n d p r o f e s s i o n a l 
d e v e l o p m e n t a n d a d v a n c e m e n t . A s a n o n g o i n g p a r t o f t h e I n v e s t o r s i n P e o p l e 
p r o c e s s , it i s v i t a l t h e r e f o r e , t h a t y o u n a v e t h e b e s t a p p r a i s a l s y s t e m t h e F o r c e is 
a b l e t o d e v e l o p . I l o o k f o r w a r d t o t h e s u c c e s s f u l i m p l e m e n t a t i o n o f t h e P D R 
p r o c e s s , a n d f o r y o u t o e m b r a c e t h e c h a n g e i n t h e a p p r a i s a l s y s t e m , t a k i n g a 
l e a d in m a n a g i n g y o u r o w n p e r f o r m a n c e . 
W E E BOREHAM OBE OStJ D.Univ.(Middx) 
Chief Constable 
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Glossary of Terms 
ACPO Association of Chief Police Officers 
HRA Human Rights Act 1998 
KT Force Key Target 
MIR Management Information Report 
PDR Performance and Development Review Report 
PPM Policy and Procédures Manual 
SI Supporting Information 
SMART Simple and Specific 
Measurable and Motivating 
Achievable 
Relevant 
Timescales and Trackable 
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1. The purpose of staff appraisals 
T h e m o s t i m p o r t a n t a n d e x p e n s i v e c o m m o d i t y w i t h i n t h e p o l i c e s e r v i c e is its 
h u m a n r e s o u r c e . O f f i c e r s b r i n g w i t h t h e m i n t o t h e p o l i c e s e r v i c e m a n y d i f f e r i n g 
s k i l l s a n d a t t r i b u t e s . T h è s e m u s t b e u s e d t o t h e b e s t p o s s i b l e effect t o e n s u r e 
t h a t a i l o f f i c e r s d e r i v e a s e n s é o f a c h i e v e m e n t f r o m t h e i r w o r k a n d t h a t t h e F o r c e 
b e n e f i t s f r o m t h e c o m m i t m e n t o f t h e i r s k i l l s t o w a r d s t h e a t t a i n m e n t o f i t s g o a l s . 
T o a c h i e v e t h i s , t h e a t t r i b u t e s a n d s k i l l s o f e a c h i n d i v i d u a l o f f i c e r m u s t b e 
i d e n t i f i e d , a n d r e c o r d e d , w i t h a c t i o n t a k e n w h e r e v e r p o s s i b l e t o m e e t t r a i n i n g 
a n d c a r e e r d e v e l o p m e n t n e e d s . A n y l a r g e o r g a n i s a t i o n t h a t v a l u e s i ts s t a f f a n d 
h a s a c u l t u r e t h a t e n c o u r a g e s g o o d p e r f o r m a n c e w i l l h a v e a s t a f f a p p r a i s a l 
System. I f s u c h a s y s t e m is u s e d p r o p e r l y t h e n it w i l l h a v e t h e f o l l o w i n g b e n e f i t s : 
• I n d i v i d u á i s w i l l r e c e i v e f e e d b a c k o n t h e i r p e r f o r m a n c e , w h i c h w i l l e n a b l e t h e m 
t o d e v e l o p p e r s o n a l a n d p r o f e s s i o n a l s k i l l s . 
• T h e e n c o u r a g e m e n t o f o p e n n e s s a n d h o n e s t y i m p r o v e s r e l a t i o n s h i p s 
b e t w e e n t h e i n d i v i d u a l a n d t h e i r s u p e r v i s o r s a n d m a n a g e r s . 
• T h e o r g a n i s a t i o n b e n e f i t s f r o m a m o r e a b l e a n d b e t t e r i n f o r m e d w o r k - f o r c e . 
• E v e r y o n e w i l l h a v e a s h a r e in t h e o b j e c t i v e s o f t h e o r g a n i s a t i o n a n d w i l l b e 
w o r k i n g t o w a r d s c o m m o n g o a l s . 
T h i s c a n o n l y b e d o n e b y m e a n s o f a f o r m a l , r e g u l a r a n d s y s t e m a t i c r e v i e w o f 
e a c h e m p l o y e e ' s r é c e n t j o b p e r f o r m a n c e , w i t h t h e a c h i e v e m e n t o f p e r f o r m a n c e 
g o a l s a n d p r o v i d i n g a m e a s u r e m e n t a g a i n s t w h i c h a p p r a i s a l c a n b e m a d e . T h e 
a p p r a i s a l System s h o u l d b e s e e n a s f a i r , o b j e c t i v e a n d e f f e c t i v e a n d it m u s t b e 
u n d e r s t o o d a n d t r u s t e d b y a i l . It h a s t o b e b a s e d o n t h e b e l i e f t h a t i n d i v i d u á i s 
p r e f e r t o k n o w h o w t h e y a r e p e r f o r m i n g , a g a i n s t a d i s l i k e o f b e i n g i g n o r e d o r 
t a k e n f o r g r a n t e d b y t h e o r g a n i s a t i o n . T h e s y s t e m m u s t a l s o e n s u r e t h a t 
s u p e r v i s o r s a n d m a n a g e r s e n j o y t h e s a t i s f a c t i o n o f h e l p i n g t h e i r s t a f f t o d e v e l o p 
a n d a c h i e v e r a t h e r t h a n m e r e l y t e l l i n g t h e m w h a t t o d o . 
2. Aim of the MDP Performance and Development Review (PDR) 
appraisal System 
T h e t i t l e " P e r f o r m a n c e a n d D e v e l o p m e n t R e v i e w " is d e s i g n e d t o f o c u s o n t h e 
p e r f o r m a n c e i m p r o v e m e n t , s k i l l s d e v e l o p m e n t , a n d t h e p r o c e s s o f p e r f o r m a n c e 
m a n a g e m e n t , a s o p p o s e d t o a n a n n u a l r i t u a l o f a p p r a i s a l . T h e a i m o f t h e M D P 
P D R s y s t e m is t o : 
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"Improve the Force performance through focused effort of individuate' and the 
delivery of a meaningful performance appraisai. The MDP's overali 
achievements are the accumulation of individuai officers' performance." 
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P D R is t o c o n t r i b u t e t o i m p r o v e m e n t s i n t h e q u a l i t y o f s e r v i c e a s d e t e r m i n e d b y 
l o c a l p o l i c i n g p r i o r i t i e s , i n a m a n n e r , w h i c h is c o n s i s t e n t w i t h t h e s t a t e d v a l u e s o f 
t h e M i n i s t r y o f D e f e n c e P o l i c e A g e n c y . A t a m o r e b a s i c l e v e l , i t s o b j e c t i v e s a r e 
t o : -
Plan performance - t o p r o v i d e o f f i c e r s w i t h a c l e a r u n d e r s t a n d i n g o f w h a t is 
r e q u i r e d f r o m t h e m in t e r m s o f t h e i r o w n p e r f o r m a n c e , a n d h o w t h i s l i n k s w i t h 
l o c a l p o l i c i n g p r i o r i t i e s a n d o b j e c t i v e s . 
Manage performance - t o p r o v i d e o f f i c e r s w i t h f e e d b a c k a n d c o a c h i n g t o h e l p 
t h e m p e r f o r m e f f e c t i v e l y . 
Review performance - t o r e c o g n i s e a c h i e v e m e n t a n d t o i d e n t i f y s t r e n g t h s a n d 
d e v e l o p m e n t a l a r e a s . 
Improve performance - t o a g r é e a n d s u p p o r t a d e v e l o p m e n t a l p l a n , w h i c h 
r e c o r d s t h e a c t i o n n e c e s s a r y t o i m p r o v e a n o f f i c e r ' s p e r f o r m a n c e in t h e i r c u r r e n t 
r ô l e . W h e r e a p p r o p r i a t e t o w i d e n t h e i r p o t e n t i a l t o t a k e o n o t h e r r ô l e s w i t h i n t h e 
F o r c e . 
3. The PDR appraisal system is based on 
Simpiicity - t h e p r o c e d u r e is k e p t a s s i m p l e a n d s t r a i g h t f o r w a r d a s p o s s i b l e . 
Acceptability - t o t h e o f f i c e r , t h e 1 s t R e p o r t i n g o f f i c e r , t h e M D P a n d t h e D e f e n c e 
c u s t o m e r . 
Fairness - is o p e n , o b j e c t i v e a n d r e q u i r e s f u l l p a r t i c i p a t i o n o f t h e i n d i v i d u a i 
o f f i c e r i n t h e a p p r a i s a l p r o c e s s . It i s b a s e d o n t h e i n d i v i d u a l ' s p e r f o r m a n c e 
i r r e s p e c t i v e o f t h e i r g e n d e r , m a r i t a l s t a t u s , r a c e , c o l o u r , e t h n i e o r n a t i o n a l o r i g i n , 
s e x u a l o r i e n t a t i o n , r e l i g i o u s b e l i e f o r o t h e r f a c t o r s u n c o n n e c t e d w i t h t h e i r 
p e r f o r m a n c e a t w o r k . T h e i n d i v i d u a i o f f i c e r h a s a c o n s i d é r a b l e c o n t r o l o v e r t h e i r 
o w n a p p r a i s a l . 
Developmental approach - t h e r e is a n e m p h a s i s o n c o r e p o l i c i n g s k i l l s 
d e v e l o p m e n t a n d i m p r o v e m e n t . 
Link with local policing plans - i n d i v i d u a i p e r f o r m a n c e is l i n k e d in a c o n s i s t e n t 
a n d c l e a r l y d e m o n s t r a b l e w a y w i t h t h e s t r a t e g i e d i r e c t i o n a n d p r i o r i t i e s o f t h e 
F o r c e . 
4. Force Requirement 
P D R i s a d u t y , w h i c h is t o b e u n d e r t a k e n b y a i l o f f i c e r s w i t h i n t h e M D P . A n 
e f f e c t i v e P D R a p p r a i s a l s y s t e m c a n b e a c h i e v e d b y t h e 1 s t R e p o r t i n g O f f i c e r a n d 
t h e o f f i c e r w o r k i n g t o g e t h e r t o a c h i e v e t h e f o r c e ' s o b j e c t i v e s , a n d in t o d a y ' s 
p o l i c i n g e n v i r o n m e n t t h i s r e q u i r e s a h i g h l e v e l o f m o t i v a t i o n . M o t i v a t i o n , t h r o u g h 
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r e c o g n i t i o n , p r a í s e , d e v e l o p m e n t a l f e e d b a c k , p o s i t i v e w o r k i n g r e l a t i o n s e t c , l e a d s 
t o e n h a n c e d p e r f o r m a n c e . 
5. Who is to be appraised 
A l l p ó l i c e o f f i c e r s , f r o m C o n s t a b l e u p t o C h i e f S u p e r i n t e n d e n t . 
6. The Review Period 
T h e P D R s y s t e m f o l l o w s a t w e l v e - m o n t h c y c l e , k n o w n a s t h e r e v i e w p e r i o d . F o r 
c o n s t a b l e s t h e r e v i e w p e r i o d c o m m e n c e s t h e d a t e o f j o i n i n g t h e M D P . A l l 
s u p e r v i s o r s r e v i e w p e r i o d s c o m m e n c e o n t h e d a t e o f t h e i r p r o m o t i o n t o t h e 
r e l e v a n t r a n k . 
7. Probationary Constables 
P r o b a t i o n a r y C o n s t a b l e s a r e s u b j e c t t o a s e p á r a t e p e r f o r m a n c e r e p o r t d u r i n g 
t h e i r 2 - y e a r p r o b a t i o n a r y p e r i o d . A t t h e e n d o f t h e i r p r o b a t i o n a r y p e r i o d , t h e 
o f f i c e r w i l l c o m m e n c e t h e P D R s y s t e m . T h e a n n u a l s t a r t d a t e w i l l b e t h e d a t e o f 
j o i n i n g t h e M D P . 
8. Notification of 1st Reporting Officer 
It is t h e r e s p o n s i b i l i t y o f 2 n d R e p o r t i n g O f f i c e r s t o e n s u r e t h a t a t t h e s t a r t o f e v e r y 
r e v i e w p e r i o d i n d i v i d u a l o f f i c e r s a r e m a d e a w a r e o f t h e i r 1 s t R e p o r t i n g O f f i c e r . 
N e w o f f i c e r s ( a n d c i v i l i a n s t a f f w h o h a v e s e p á r a t e s t a f f r e p o r t i n g p r o c e d u r e s ) 
j o i n i n g a s t a t i o n / d e p a r t m e n t a r e t o b e n o t i f i e d o n t h e f i r s t d a y o f t h e i r d u t y . A n y 
c h a n g e t o t h e 1 s t R e p o r t i n g O f f i c e r is t o b e n o t i f i e d t o t h e o f f i c e r ( a n d c i v i l i a n s t a f f 
m e m b e r ) w i t h t h e m í n i m u m o f d e l a y . 
9. Core policing skills 
I n a l l t h e r e a r e 9 c o r e p o l i c i n g s k i l l s f o r t h e P D R a p p r a i s a l s y s t e m : -
• (1) Professional and Ethical Standards 
• (2) Communication 
• (3) Self-motivation 
• (4) Decision making 
• (5) Creativity and Innovation 
• (6) Leadership 
• (7) Managing and Developing staff 
• (8) Operational Planning 
• (9) Strategie Planning 
S k i l l s - 1 t o 5 a p p l y t o C o n s t a b l e s , 1 - 8 t o S e r g e a n t s a n d 1 - 9 t o I n s p e c t o r s a n d 
a b o v e . 
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10. Five steps of the PDR model 
S T E P 1. What is to be done (local policing plan and priorities) 
S T E P 2. How do w e know it is being done (action plan) 
S T E P 3. How do w e do it (core policing skills) 
S T E P 4. How well w e do it (competency levels) 
S T E P 5. How can w e do it better (developmental plan) 
11. STEP 1 - What is to be done (Form 273A 1.1) 
A t t h e s t a r t o f t h e P D R r e v i e w p e h o d , e v e r y o f f i c e r s h o u l d i d e n t i f y u p t o 4 
p r i o r i t i e s w i t h t h e i r f i r s t r e p o r t i n g o f f i c e r . T h e p r i o r i t i e s m u s t b e : 
• C l e a r l y d e v o l v e d f r o m t h e F o r c e P o l i c i e s 
• F o r c e K e y t a r g e t s 
• F o r c e a n d S t a t i o n M I R p e r f o r m a n c e t a r g e t s 
• O C U P l a n s L o c a l P o l i c i n g P l a n a n d / o r J o b P r o f i l e 
• F o r w a r d l o o k i n g 
• S p e c i f i c a n d u n a m b i g u o u s 
• C a p a b l e o f b e i n g r e v i e w e d 
• W r i t t e n i n a c t i o n t e r m s 
• N o t a d d r e s s i n g p e r s o n a l d e v e l o p m e n t 
T h e p u r p o s e o f t h e p r i o r i t i e s is t h a t t h e o f f i c e r s c l e a r l y u n d e r s t a n d w h a t i s 
e x p e c t e d o f t h e m in t h e i r c u r r e n t r o l e , a n d a r e a s o f p e r f o r m a n c e t h a t w i l l b e 
a p p r a i s e d d u r i n g t h e r e v i e w p e h o d . T h e p r i o r i t i e s m u s t b e a g r e e d w i t h t h e 1 s t 
R e p o r t i n g O f f i c e r . A n y p r i o r i t i e s , w h i c h a r e d i r e c t l y l i n k e d t o a K T , s h o u l d h a v e 
t h e r e l e v a n t K T n u m b e r r e c o r d e d . ( S e e A p p e n d i x TV) 
12. STEP 2 - How do we know it is being done (Form 273A 1.2) 
T h e o f f i c e r s h o u l d u s e t h e S M A R T p r i n c i p l e t o f o r m a n a c t i o n p l a n f o r a g r e e d 
p r i o r i t i e s . O n c o m p l e t i o n o f S T E P s 1 & 2 t h e o f f i c e r a n d t h e 1 s t R e p o r t i n g O f f i c e r 
s h o u l d s i g n t h e f o r m . T h e s i g n a t u r e o f b o t h p a r t i e s s i g n i f i e s t h a t a g r e e m e n t h a s 
b e e n r e a c h e d a s t o t h e a r e a s o f p e r f o r m a n c e , w h i c h w i l l b e u n d e r t a k e n t o 
d e m o n s t r a t e t h e r e l e v a n t c o r e p o l i c i n g s k i l l s d u r i n g t h e r e v i e w p e r i o d . T h e 1 s t 
R e p o r t i n g O f f i c e r w i l l r e t a i n t h e o r i g i n a l o f t h i s f o r m w h i l s t t h e o f f i c e r w i l l r e t a i n a 
c o p y . ( S e e A p p e n d i x T V ) 
13. STEP 3 - How do we do it (Form 273E) 
O f f i c e r s w i l l w o r k t h r o u g h t h e a c t i o n p l a n d e m o n s t r a t i n g t h e P D R c o r e p o l i c i n g 
s k i l l s , w h i c h r e l a t e t o t h e i r r a n k . T h e s e w i l l b e r e c o r d e d o n t h e S I P r o f o r m a s ( S e e 
A p p e n d i x ' B ' ) . A P D R C o m p e t e n c y L e v e l M a t r i x ( S e e A p p e n d i x ' C ' ) c a n b e u s e d 
t o r e c o r d o v e r a l l g r a d e m a r k i n g s t h r o u g h o u t t h e P D R p e r i o d . S i s m a y o r i g i n a t e 
f r o m a v a r i e t y o f s o u r c e s b u t w i l l b e p r e d o m i n a t e l y g e n e r a t e d b y t h e i n d i v i d u a i 
o f f i c e r s a n d t h e i r 1 s t R e p o r t i n g O f f i c e r . In a d d i t i o n , p e e r s , s u b j e c t t o i n d i v i d u a i 
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o f f i c e r s ' c o n s e n t , m a y a l s o r e c o r d o n S i s . T h e S i s c o m p l e t e d b y t h e o f f i c e r b e i n g 
r e p o r t e d u p o n a r e t o b e g i v e n t o t h e 1 s t R e p o r t i n g O f f i c e r , t h e o f f i c e r b e i n g 
r e p o r t e d u p o n r e t a i n i n g a c o p y in t h e i r P D P . T h e 1 s t R e p o r t i n g O f f i c e r i s t o 
e n s u r e t h a t S i s a r e k e p t u n d e r s e c u r e p o s s e s s i o n . N o i n f o r m a t i o n r e l a t i n g t o a n 
i n d i v i d u a l ' s p e r f o r m a n c e s h o u l d b e k e p t b y a 1 s 1 R e p o r t i n g O f f i c e r u n l e s s it h a s 
b e e n d i s c u s s e d w i t h t h e i n d i v i d u a i c o n c e r n e d a n d t h a t o f f i c e r h a s a c o p y o f t h e 
i n f o r m a t i o n t o r e t a i n i n t h e i r P D P . T h e M D P c h a i n o f c o m m a n d w i l l h a v e a c c e s s 
t o s i g h t i n d i v i d u a i o f f i c e r s S i s a n d m a k e e v i d e n c e d o b s e r v a t i o n s . T h e P D R 
p r o c e s s i n c l u d i n g S i s w i l l b e i n s p e c t e d d u r i n g t h e F o r c e I n s p e c t o r a t e ' s v i s i t t o 
O C U s a n d S t a t i o n s . 
14. STEP 4 - How well we do it - using competency levels 
O f f i c e r s w i l l g r a d e t h e m s e l v e s o n e a c h S I u s i n g t h e s p e c i f i c 1-7 c o m p e t e n c y 
l e v e l s p r o v i d e d f o r t h e c o r e p o l i c i n g s k i l l s f o r t h e i r r a n k ( S e e A p p e n d i x ' D ' ) . T h e 
g r a d e s s h o u l d a l s o b e c h e c k e d u s i n g t h e n o r m a l d i s t r i b u t i o n c u r v e ( S e e 
A p p e n d i x l E ' ) . It i s t h e 1 s ' R e p o r t i n g O f f i c e r s ' r e s p o n s i b i l i t y t o c h e c k t h e v a l i d i t y 
a n d c o m p e t e n c y l e v e l s o f t h e S i s s u b m i t t e d t o t h e m a n d e n d o r s e t h e m w i t h t h e i r 
c o m m e n t s a n d c o m p e t e n c y l e v e l . 
15. Interim Review ofPriorities (Form 273C) 
A t 6 m o n t h l y i n t e r v a i s ( o r l e s s if r e q u i r e d ) a n I n t e r i m I n t e r v i e w R e v i e w o f t h e 
p r i o r i t i e s s h o u l d b e c a r r i e d o u t . T h i s r e v i e w s h o u l d t a k e t h e f o r m o f a f o c u s e d 
d i s c u s s i o n b e t w e e n t h e o f f i c e r a n d t h e 1 s t R e p o r t i n g O f f i c e r . T h e d i s c u s s i o n 
s h o u l d c o n c e n t r a t e o n p r o g r e s s m a d e a g a i n s t t h e a g r e e d p r i o r i t i e s a t t h e s t a r t o f 
t h e r e v i e w p e r i o d . W h e r e n e c e s s a r y , n e w o r a m e n d e d p r i o r i t i e s s h o u l d b e 
a g r e e d . T h e o f f i c e r s h o u l d r e c o r d t h e o u t c o m e o f t h i s d i s c u s s i o n a n d a n y 
s u b s é q u e n t a g r e e m e n t o n F o r m 2 7 3 C , ( S e e A p p e n d i x ' G ' ) w h i c h s h o u l d b e 
r e t a i n e d b y t h e o f f i c e r i n t h e i r P D P a n d a c o p y r e t a i n e d b y t h e I s t R e p o r t i n g 
O f f i c e r . 
16. STEP 5 • How can we do it better- Developmentalplan (Form 273D) 
D u r i n g t h e i n t e r i m r e v i e w p e r i o d , t h e o p p o r t u n i t y s h o u l d b e t a k e n t o d i s c u s s a n y 
p e r f o r m a n c e w h i c h r e q u i r e s f u r t h e r d e v e l o p m e n t i n t e r m s o f c o r e p o l i c i n g s k i l l s . 
T h e s e s h o u l d b e r e c o r d e d o n F o r m 2 7 3 D a n d a n y a c t i o n t a k e n . ( S e e A p p e n d i x 
' G ' ) . H o w e v e r , t h e 1 s t R e p o r t i n g O f f i c e r s h o u l d b e a w a r e t h a t a n y d e v e l o p m e n t 
r e l a t e d t o p e r f o r m a n c e o f a n i n d i v i d u a i o f f i c e r s h o u l d h a v e b e e n d i s c u s s e d a n d 
a d d r e s s e d w i t h t h e m a t t h e t i m e t h e y a r i s e a n d n o t l e f t f o r t h e i n t e r v i e w . 
(Remember training does not necessarily mean a training course and the training 
needs should be addressed and actioned throughout the review period). 
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17. Annual PDR report (Form 273A) (Form 273Á(PC) 
T h e c o m p l e t i o n o f t h i s f o r m ( S e e A p p e n d i x ' G \ 2 7 3 A is f o r a l l S u p e r v i s o r s , 
2 7 3 A ( P C ) is f o r C o n s t a b l e s ) is t h e r e s p o n s i b i l i t y o f t h e 1 s t R e p o r t i n g O f f i c e r a n d it 
m u s t b e c a r r i e d o u t w i t h i n t h e 4 w e e k p e r i o d , t h a t i s , b e t w e e n 3 w e e k s b e f o r e 
a n d o n e w e e k a f t e r t h e D u e C o m p l e t i o n D a t e . B e f o r e c o m p l e t i o n o f t h i s f o r m , a 
f o r m a l P D R a p p r a i s a l i n t e r v i e w s h o u l d t a k e p l a c e b e t w e e n t h e o f f i c e r a n d t h e 1 s t 
R e p o r t i n g o f f i c e r , d u r i n g w h i c h a l l r e l e v a n t a s p e c t s o f t h e i r p e r f o r m a n c e s h o u l d 
b e d i s c u s s e d . T h i s m e e t i n g is s i m i l a r t o t h e i n t e r i m r e v i e w m e e t i n g , t h e , o f f i c e r 
c o m p l e t e s F o r m 2 7 3 B ( S e e A p p e n d i x ' G ' ) p r i o r t o t h e i n d i v i d u á i s a p p r a i s a l 
i n t e r v i e w . A t t h e c o n c l u s i ó n o f t h e a n n u a l p e r f o r m a n c e r e v i e w , t h e 1 s t R e p o r t i n g 
O f f i c e r s h o u l d c o m p l e t e p a g e s 3 , 4 a n d / o r 5 u s i n g t h e S i s g a t h e r e d a n d p r o v i d e d 
b y t h e o f f i c e r t h r o u g h o u t t h e r e v i e w p e r i o d . T h e 1 s t R e p o r t i n g O f f i c e r s h o u l d s i g n 
a t 3 . 1 . I n a d d i t i o n , o f f i c e r s s h o u l d b e r e q u i r e d t o p r o v i d e a D e v e l o p m e n t a l P l a n 
( S e e A p p e n d i x ' G ' ) w h i c h d e m o n s t r a t e s t h e i r a b i l i t y o f c o n t i n u o u s e n h a n c e m e n t 
o f t h e i r s k i l l s . ( S e e A p p e n d i x ' F ' f o r t h e P D R 1 2 m o n t h c y c l e ) . 
18. PDR Administration 
A f t e r c o m p l e t i o n , F o r m 2 7 3 A s h o u l d b e s h o w n t o t h e o f f i c e r w h o h a s t h e 
o p p o r t u n i t y t o m a k e a n y c o m m e n t t h e y w i s h a t s e c t i o n 4 . 1 . T h e o f f i c e r m a y w i s h 
t o d i s c u s s o r s e e k a c a r e e r p r o f i l e i n t e r v i e w w i t h t h e 2 n d R e p o r t i n g o f f i c e r a n d 
s e c t i o n 4 . 2 / 4 . 3 s h o u l d b e t i c k e d a c c o r d i n g l y . F o r m 2 7 3 A is t h e n t o b e s i g n e d b y 
t h e o f f i c e r b e i n g r e p o r t e d u p o n , a n d f o r w a r d e d t o t h e 2 n d r e p o r t i n g o f f i c e r . N o 
w r i t t e n c o m m e n t s w i l l b e m a d e o n t h e P D R r e p o r t a f t e r 4 . 3 u n l e s s t h e i s s u e h a s 
b e e n d i s c u s s e d w i t h t h e o f f i c e r a n d t h e y h a v e b e e n g i v e n t h e o p p o r t u n i t y t o 
m a k e w r i t t e n c o m m e n t s . O C U ' s / H e a d s o f D e p a r t m e n t o n c o m p l e t i o n o f c h e c k i n g 
t h e P D R R e p o r t s h o u l d f o r w a r d it t o t h e r e l e v a n t P e r s o n n e l S e c t i o n a t ( P & T ) 
M D P H Q t o r e a c h n o l a t e r t h a n 2 weeks a f t e r t h e D u e C o m p l e t i o n D a t e . 
19. Quality Assurance 
T h e r o l e o f t h e S P O a n d t h e O C U C o m m a n d e r is t o e n s u r e t h a t t h e P D R 
a p p r a i s a l p r o c e s s a n d s y s t e m is c a r r i e d o u t p r o p e r l y a n d e f f e c t i v e l y . T h i s d o e s 
n o t o n l y m e a n t h a t t h e f o r m s a r e c o r r e c t l y filled o u t , b u t a l s o t h a t t h e 1 s t a n d 2 n d 
R e p o r t i n g O f f i c e r s a r e c a r r y i n g o u t t h e i r r e s p o n s i b i l i t i e s i n r e l a t i o n t o a c t i v e l y 
m o n i t o r i n g t h e w o r k o f o f f i c e r s a n d p r o v i d i n g f e e d b a c k o n p e r f o r m a n c e a n d S i s 
o n a r e g u l a r a n d c o n t i n u o u s b a s i s . T h e C a r e e r D e v e l o p m e n t D e p a r t m e n t w i l l d i p 
s a m p l e c o m p l e t e d a n n u a l P D R r e p o r t s f o r q u a l i t y a s s u r a n c e . A n y i n f o r m a t i o n 
a r i s i n g f r o m s u c h s a m p l e s w i l l b e f e d b a c k t o t h e s u p e r v i s o r c o n c e r n e d f o r 
i n c l u s i ó n i n t h e i r o w n P D R r e p o r t v i a t h e i r 1 s t R e p o r t i n g O f f i c e r . 
20. Timeliness 
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A l l O C U ' s a n d D e p a r t m e n t s s h o u l d h a v e in p l a c e a s y s t e m for i d e n t i f y i n g w h e r e 
a n n u a l P D R s h a v e n o t b e e n c o m p l e t e d o n t i m e a s p e r p a r a g r a p h 1 7 . In s u c h 
c i r c u m s t a n c e s i n f o r m a t i o n r e f l e c t i n g t h i s s h o u l d b e r a i s e d a n d s e n t t o t h e 1 s t 
R e p o r t i n g O f f i c e r o f t h e S u p e r v i s o r w h o h a s f a i l e d t o c o m p l e t e t h e p e r f o r m a n c e 
r e v i e w . T h i s i n f o r m a t i o n s h o u l d b e d i s c u s s e d w i t h t h e Supervisor a n d i n c l u d e d in 
t h e i r S I u n d e r c o r e p o l i c ì n g o f " M a n a g i n g a n d D e v e l o p i n g S t a f f ' a s c o m p e t e n c y 
l e v e l 2 p e r f o r m a n c e . T h e r e f o r e , it is s t r e s s e d t h a t P D R r e p o r t s m u s t b e 
s u b m i t t e d w i t h i n t h e t i m e s c a l e . 
21. Changes of Appointment of 15t Reporting Officer 
W h e n t h e 1 s t R e p o r t i n g O f f i c e r i s t r a n s f e r r e d , t h e o f f i c e r m u s t h a n d o v e r t h e 
r e l e v a n t S I d o c u m e n t s t o t h e n e w i n c u m b e n t to a l l o w t h e c o n t i n u a t i o n o f 
p e r f o r m a n c e r e v i e w f o r t h e r e m a i n d e r o f the P D R r e p o r t i n g p e r i o d . 
22. Officers Transferring 
O f f i c e r s t r a n s f e r r i n g t o a n o t h e r r o l e , s t a t i o n o r d e p a r t m e n t w i t h i n t h e i r P D R 
r e v i e w p e r i o d w i l l h a v e t h e i r S i s h a n d e d o v e r b y t h e e x i s t i n g 1 s t R e p o r t i n g O f f i c e r 
t o t h e i r n e w 1 s t R e p o r t i n g O f f i c e r , w h o w i l l u s e t h e i n f o r m a t i o n w h e n c o m p i l i n g 
t h e o f f i c e r ' s a n n u a l P D R r e p o r t . 
23. Officers Promoted 
O f f i c e r s p r o m o t e d d u r i n g t h e i r P D R p e r i o d w i l l h a v e a P D R c o m p l e t e d p r i o r t o 
t h e i r p r o m o t i o n d a t e . T h e n e w P D R a n n u a l s t a r t d a t e w i l l b e t h e i r d a t e o f 
p r o m o t i o n . 
24. The Responsibilities of the Officer 
• I d e n t i f y P r i o r i t i e s a n d d e v i s e a n A c t i o n P l a n 
• H a v e a n u p t o d a t e c o p y o f t h e j o b p r o f i l e 
• C o l l e c t a n d r e c o r d p e r f o r m a n c e S I t h r o u g h o u t t h e y e a r 
• P r e p a r e p r i o r t o t h e P D R i n t e r v i e w 
• A t t e n d t h e P D R i n t e r v i e w a n d c o n t r i b u t e t o w a r d s i t s c o m p l e t i o n 
• I d e n t i f y i n g d e v e l o p m e n t n e e d s 
• C o n t r i b u t e t o t h e s i x - m o n t h r e v i e w o f p e r f o r m a n c e 
• M a i n t a i n t h e P D P f i l e 
25. Responsibilities of the 1st Reporting Officer 
• E n t e r t h e d é t a i l s o n t h e f r o n t p a g e a n d i s s u e t h e P D R f o r m 
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• E n s u r e t h a t t h e a g r e e d P r i o r i t i e s a r e l i n k e d a s d e s c r i b e d in p a r a g r a p h 11 
a n d e n t e r e d o n t h e P D R f o r m 
• T h e A c t i o n P l a n is a g r e e d a n d f o l l o w s t h e p r i n c i p l e o f S M A R T 
• C o l l a t e S I o n o f f i c e r ' s p e r f o r m a n c e 
• C o n d u c t t h e s i x - m o n t h i n t e r i m P D R i n t e r v i e w ( o r e a r l i e r if r e q u i r e d ) 
• P r o v i d e a d d i t i o n a l S i s w h e r e a c h i e v e d p e r f o r m a n c e c o m p e t e n c y l e v e l s 
d i f f e r s f r o m t h e o f f i c e r ' s s e l f - a s s e s s m e n t 
• S e e k t o r é s o l v e a n y d i s c r e p a n c i e s w i t h t h e o f f i c e r 
• I d e n t i f y a n d a g r é e t h e d e v e l o p m e n t n e e d s o f t h e O f f i c e r 
• E n s u r e a c c u r a t e c o m p l e t i o n o f t h e P D R f o r m 
• I m p l e m e n t l o c a l t r a i n i n g a n d d e v e l o p m e n t n e e d s a s a g r e e d 
• P r e p a r e f o r t h e i n t e r v i e w a n d e n s u r e t h a t i n t e r r u p t i o n s a r e a v o i d e d 
• M a n a g e t h e P D R I n t e r v i e w a n d m a k e d é c i s i o n s a s t o t h e o v e r a l l 
c o m p e t e n c y l e v e l s a c h i e v e d in e a c h c o r e p o l i c i n g s k i l l s 
26. Responsibilities of the 2"d Reporting Officer 
• N o m i n a t e t 5 t R e p o r t i n g O f f i c e r a t t h e b e g i n n i n g o f t h e P D R r e v i e w p e r i o d 
• C o n d u c t c a r e e r p r o f i l e i n t e r v i e w , w h e n r e q u e s t e d 
• O v e r s e e t h e i m p l e m e n t a t i o n o f t h e P D R s y s t e m in t h e i r a r e a o f 
r e s p o n s i b i l i t y 
• R é s o l v e a n y d i f f é r e n c e s b e t w e e n 1 s t R e p o r t i n g O f f i c e r a n d t h e O f f i c e r 
• A r r a n g e a n d a t t e n d c a s e c o n f é r e n c e , w h e r e a p p l i c a b l e 
27. Frequently Asked Questions 
Q1 When should the priorities be agreed? 
( A ) A t t h e b e g i n n i n g o f t h e r e v i e w p e r i o d , d u r i n g 3 w e e k s b e f o r e a n d u p t o 1 
w e e k a f t e r c o m m e n c e m e n t d a t e o f t h e r e v i e w p e r i o d . 
Q 2 How many priorities should be agreed at the beginning of the review 
period? 
( A ) It i s r e c o m m e n d e d t h a t a m i n i m u m o f 2 l e a d i n g u p t o 4 p r i o r i t i e s s h o u l d b e 
a g r e e d . T h è s e p r i o r i t i e s m u s t b e r e v i s i t e d d u r i n g t h e 6 m o n t h l y r e v i e w p e r i o d o r 
e a r l i e r d e p e n d i n g o n t h e p a r t i c u l a r s i t u a t i o n . 
Q3 What happens if I have achieved ail my priorities before the completion of 
my review period? 
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( A ) Y o u s h o u l d s e e k a m e e t i n g w i t h y o u r 1 s t R e p o r t i n g O f f i c e r s o t h a t f u r t h e r 
p r i o r i t i e s c a n b e a g r e e d . R e m e m b e r t h e p u r p o s e o f t h e p r i o r i t i e s i s f o r y o u t o 
c l e a r l y u n d e r s t a n d w h a t is e x p e c t e d o f y o u in y o u r c u r r e n t r ô l e , a n d f o r y o u t o 
d e m o n s t r a t e y o u r c o r e p o l i c i n g s k i l l s t h a t w i l l b e a p p r a i s e d d u r i n g t h e r e v i e w 
p e r i o d . W h e n a g r e e i n g t o p r i o r i t i e s y o u r 1 s t R e p o r t i n g O f f i c e r s h o u l d i n f o r m y o u 
w h e t h e r y o u r p r i o r i t i e s a r e r e a s o n a b l e , a p p r o p r i a t e a n d r e a l i s t i c t a k i n g i n t o 
a c c o u n t y o u r j o b r ô l e a n d r e s p o n s i b i l i t i e s . 
Q4 What happens if an officer refuses to provide Sis? 
( A ) T h e P D R a p p r a i s a l p r o c e s s is a r e q u i r e m e n t o f t h e F o r c e a n d h a s t h e f u l l 
s u p p o r t o f t h e D e f e n c e P o l i c e F é d é r a t i o n . It i s t h e r e f o r e , a d u t y w h i c h m u s t b e 
c a r r i e d o u t . If t h e 1 s t R e p o r t i n g O f f i c e r is u n s u r e t h e n s h e / h e s h o u l d r a i s e t h e i r 
c o n c e r n s w i t h t h e 2 n d R e p o r t i n g O f f i c e r . F a i l u r e t o c o m p l y w i t h t h i s l a w f u l o r d e r 
m a y r e s u i t i n t h e i n d i v i d u a i o f f i c e r b e i n g s u b j e c t e d t o d i s c i p l i n a r y p r o c é d u r e s . 
Q 5 How many Sis should he provided by an officer? 
( A ) O f f i c e r s w i l l b e r e q u i r e d t o p r o v i d e a m i n i m u m o f o n e S I p e r w o r k i n g w e e k , 
e n s u r i n g t h a t t h e y a r e s p r e a d a c r o s s t h e c o r e p o l i c i n g s k i l l s f o r t h e i r r a n k s . O n e 
S I m a y h i t t w o o r t h r e e c o r e p o l i c i n g s k i l l s a t o n e t i m e , h o w e v e r , it w o u l d b e 
c o n s i d e r e d v e r y u n u s u a l if t h e s a m e S I is u s e d t o s u p p o r t m o r e t h a n t h r e e c o r e 
p o l i c i n g s k i l l s . T h e e m p h a s i s i s o n t h e q u a l i t y o f t h e S i s a s o p p o s e d t o t h e 
q u a n t i t y . 
Q6 Will the self-assessment by officers allow them to give higher competency 
levels when writing up their Sis? 
( A ) D u r i n g t h e p i l o t p h a s e t h e s e l f - a s s e s s m e n t a v e r a g e r a n g e f o r t h e e i g h t -
c o r e s k i l l s c o m p e t e n c y l e v e l s f e i l b e t w e e n 4 . 7 a n d 4 . 9 . T h i s s h o w e d t h a t 
c o m p e t e n c y L e v e l s o b t a i n e d a n d e n d o r s e d w e r e w e l l w i t h i n t h e N o r m a l 
D i s t r i b u t i o n C u r v e . O u t o f 8 2 1 S i s c o l l a t e d o n l y o n e w a s g r a d e d a t L e v e l 7 , w h i l s t 
4 % o f t h e g r a d e s w e r e a t L e v e l 3 o r b e l o w . T h e o f f i c e r s t e n d e d t o b e c a u t i o u s 
a n d g r a d e t h e m s e l v e s l o w e r r a t h e r t h a n h i g h e r . T h e r e f o r e , it i s i m p o r t a n t f o r t h e 
1 s t R e p o r t i n g O f f i c e r t o m o n i t o r t h e S i s b e f o r e e n d o r s i n g t h e m , h e a r i n g i n m i n d 
t h a t a i l i n f o r m a t i o n g r a d e d m u s t b e a g a i n s t t h e c o m p e t e n c y l e v e l c r i t e r i a ' s f o r 
t h a t p a r t i c u l a r r a n k . 
Q 7 As 1st Reporting Officer, how can I endorse an officer's Sis if I don't see 
them regularly or see their work? 
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( A ) T h e 1 s t R e p o r t i n g O f f ì c e r s h o u l r j , a t t h e b e g i n n i n g o f t h e r e v i e w p e r i o d 
d u r i n g t h e d e v i s i n g o f t h e a c t i o n p l a n , d i s c u s s w i t h t h e o f f i c e r h o w t h e y w i l l 
p r o v i d e i n f o r m a t i o n . T h i s w i l l d e m o n s t r a t e , t o h e r / h i m t h a t t h e p e r f o r m a n c e h a s 
b e e n c a r r i e d o u t . T h e o f f i c e r ' s S I m a y a l s o b e c r o s s e d c h e c k e d w i t h o t h e r 
s u p p o r t i n g i n f o r m a t i o n , f o r e x a m p l e , t h e o c c u r r e n c e b o o k , I R B ' s , p o c k e t 
n o t e b o o k , c o r r e s p o n d e n c e r e c e i v e d , t é l é p h o n e i n t e r v i e w , o t h e r Supervisors 
o b s e r v a t i o n s and c o m m e n t s e t c . N o t e v e r y S I h a s t o b e p e r s o n a l l y o b s e r v e d t o 
m a k e a n e n d o r s e m e n t . If t h e 1 s l R e p o r t i n g O f f i c e r i s n o t s a t i s f i e d w i t h t h e 
c o n t e n t s o f S i s t h e n t h e y h a v e t h e o p p o r t u n i t y t o m a k e c o m m e n t s a n d a s k t h e 
o f f i c e r t o p r o v i d e f u r t h e r i n f o r m a t i o n . T h e 1 s t R e p o r t i n g O f f i c e r s h o u l d a c c e s s t h e 
S i s o b j e c t i v e l y a g a i n s t t h e c o m p e t e n c y l e v e l s and i f in d o u b t s e e k a d v i c e f r o m 
t h e 2 n d R e p o r t i n g O f f i c e r . 
Q8 What happens if the officers seif-assessment competency level grading 
differs from that ofthe 1st Reporting Officer's grading? 
( A ) In t h e p i l o t p h a s e 6 c o m p e t e n c y L e v e l s ( 0 . 2 % ) w e r e c h a n g e d b y t h e 1 s t 
R e p o r t i n g O f f i c e r s d u r i n g t h e i r e n d o r s e m e n t , a i l w e r e i n c r e a s e d b y a t l e a s t o n e 
L e v e l . I t i s r e c o m m e n d e d t h a t if t h e 1 s t R e p o r t i n g O f f i c e r e n h a n c e s t h e g r a d i n g 
t h e n n o a c t i o n is r e q u i r e d . H o w e v e r , i f t h e c o m p e t e n c y l e v e l h a s b e e n 
d o w n g r a d e d b y o n e o r m o r e t h e n t h e 1 s t R e p o r t i n g O f f i c e r m u s t g i v e a n d w r i t e 
t h e i r r e a s o n s f o r s u c h a c t i o n s in t h e S I e n d o r s e m e n t . If t h e o f f i c e r a g r é e s n o 
f u r t h e r a c t i o n n e e d s t o b e t a k e n . If t h e o f f i c e r d i s a g r e e s t h e n t h i s s h o u l d b e 
r e c o r d e d o n t h e S I . If t h i s o c c u r s o n m o r e t h a n 2 s e p a r a t e o c c a s i o n s t h e n t h e 1 s t 
R e p o r t i n g O f f i c e r s h o u l d t a k e a c t i o n b y c o n d u c t i n g a f o r m a i r e v i e w w i t h t h e 
o f f i c e r a n d s e e k i n g t h e e n d o r s e m e n t o f t h e S i s t h r o u g h a n o t h e r 1 s l R e p o r t i n g 
O f f i c e r o f t h e s a m e o r a b o v e r a n k . I f t h e i s s u e is s t i l l n o t r e s o l v e d t h e n a c a s e 
c o n f é r e n c e . s h o u l d b e held w i t h t h e o f f i c e r , 1 s t R e p o r t i n g O f f i c e r and 2 n t ) 
R e p o r t i n g O f f i c e r / S P O . T h e c o n c l u s i o n and f i n a l o u t c o m e w i l l b e r e c o r d e d o n 
t h e S I . 
Q9 Is the PDR process bureaucratie? 
( A ) N o , t h e w h o l e p r o c e s s is i n t e n t i o n a l l y k e p t s i m p l e . T h e s i g n i f i c a n t c h a n g e 
is t h a t n o w , t h e r e s p o n s i b i l i t y o f d e m o n s t r a t i n g p e r f o r m a n c e r e s t s w i t h t h e 
i n d i v i d u a i o f f i c e r . H o w e v e r , d u r i n g t h e p i l o t p h a s e t h e r e w a s é v i d e n c e t h a t 
o f f i c e r s had a t e n d e n c y to m a k e t h e p r o c e s s m o r e p a p e r c o m p l i c a t e d t h a n w a s 
n e c e s s a r y . T h e r e w e r e m a n y r e a s o n s f o r t h i s , f o r e x a m p l e , t h e o f f i c e r s d ï d n ' t 
f u l l y u n d e r s t a n d t h e c o l l e c t i o n of the S I p r o c e s s , t h e r e w a s a f e e l i n g t h a t a l a r g e 
q u a n t i t y o f S i s c o l l e c t e d m a y d e m o n s t r a t e h i g h e r c o m p e t e n c y l e v e l s , a l s o S i s 
w e r e n o t c o l l e c t e d t o m e e t t h e a g r e e d p r i o r i t i e s , e t c . It is i m p o r t a n t t o e n s u r e 
t h a t t h e P D R p r o c e s s is k e p t t o i t s o r i g i n a l d e s i g n o f s i m p l i c i t y . It is q u a l i t y o f S I , 
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w h i c h w i l l h e l p t h e o f f ï c e r s t o d e v e l o p t h e i r p e r f o r m a n c e a n d m a k e t h e PDR 
e f f e c t i v e w i t h i n t h e F o r c e . 
Q10 Whatis the purpose ofthe development plan? 
( A ) T h e p u r p o s e is t o c o n t i n u o u s l y e n h a n c e i n d i v i d u a i o f f i c e r ' s p e r f o r m a n c e 
a n d thus o f t h e F o r c e . I d e n t i f y i n g d e v e l o p m e n t needs i s a b o u t p e r f o r m a n c e , n o t 
P e r s o n a l i t y a n d a b o u t Spotting o p p o r t u n i t y t o i m p r o v e t h a t p e r f o r m a n c e . 
P e r f o r m a n c e t h a t is s a t i s f a c t o r y t o d a y m a y n o t b e s a t i s f a c t o r y f o r t o m o r r o w o r 
t h e n e x t y e a r b e c a u s e t h e F o r c e h a s m o v e d o n a n d t h e e x p e c t a t i o n s m a y b e 
d i f f é r e n t . T h e f o l l o w i n g s t a t e m e n t m a k e s t h e p o i n t c l e a r , " R e m e m b e r B e s t w i l l 
n o t b e B e s t f o r e v e r " . 
Q11 What happens if the officer disagrees with the annual PDR Report? 
( A ) T h i s w o u l d b e v e r y u n u s u a l , a s a n y d i s a g r e e m e n t s h o u l d h a v e b e e n 
a d d r e s s e d a t t h e t i m e o f S i s c o l l a t i o n o r d u r i n g t h e i n t e r i m r e v i e w . H o w e v e r , i f 
t h e o f f i c e r i s s t i l l n o t s a t i s f i e d w i t h t h e c o n t e n t o f t h e P D R r e p o r t , t h e m a t t e r 
s h o u l d b e r e c o r d e d a t 4 . 1 a n d b e r e v i e w e d b y t h e 2 n d R e p o r t i n g O f f i c e r . If, a f t e r 
t h e r e v i e w b y t h e 2 n d R e p o r t i n g O f f i c e r t h e i n d i v i d u a i r e m a i n s u n h a p p y a b o u t t h e 
p e r f o r m a n c e a p p r a i s a l , t h e n t h e i n d i v i d u a i s h o u l d r e c o r d t h i s o n a s e p a r a t e 
s h e e t a n d a t t a c h it t o t h e P D R r e p o r t . T h e S P O / O C U C o m m a n d e r / H e a d o f D e p t 
w i l l h o l d a c a s e c o n f é r e n c e w i t h t h e o f f i c e r c o n c e r n e d a n d t h e 1 s t a n d 2 n d 
R e p o r t i n g O f f i c e r s . If t h e o f f i c e r is s t i l l u n h a p p y w i t h t h e o u t c o m e t h e n s h e o r h e 
c a n l o d g e a n a p p e a l t o t h e C h i e f I n s p e c t o r a t C a r e e r D e v e l o p m e n t D e p a r t m e n t . 
T h e D e p a r t m e n t s d é c i s i o n w i l l b e f i n a l . T h i s d o e s n o t a f f e c t t h e i n d i v i d u a i 
o f f i c e r ' s r i g h t t o t h e G h e v a n c e P r o c e d u r e . 
Last Revised: January 2000 
Next Review: June 2000 (by Career Development Department) 
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APPENDIX 'A' 
PRIORITIES 
RESTRICTED - STAFF 
1.1 Local Policing Plan - Agreed Priorities - (Agrée ap to four) KT No 
1. To improve 'road safety' within the base by bringing to attention of 
site employées the traffic régulations, and adopt measures to enforce 
them. 
Station 
Objective 
No 4 
2. To carry out high profile policing at the exit point to prevent theft 
and detect offenders. 
Force Aim 
3. To design and implement a sickness monitoring system and develop 
a managerial style of promoting good discipline, efficiency and 
welfare of officers within my section. 
Sickness 
Strategy 
4. To effectively deal with domestic violence incidents. o c u 
Objective 
No2 
1.2 Action Plan 
1. Target previously identified speeding areas using speed recording equipment. (PI) 
Record numbers of vehicles stopped, advice given and reports submitted (4 month 
period). Ensure that vehicles are registered on site and that their documentation is in 
order. (PI) Number of checks made and offences recorded. 
2. Monitor and record number of vehicle/personal searches carried out (6 month 
period). Monitor and record number of offences detected. Monitor number of 
employées reported for breach of establishment regulations/orders. 
3. Identify main users of SC & MCSL and publish détails of MDP hours lost and cost 
to MDP. To conduct ali return to duty after sickness interviews during first rwo 
working days. (PI) Number of interviews conducted within the time scale. AU 9 staff 
reports to be submitted on time. To submit occurrence/intérim reports prior to going 
off duty. 
4. Number of DV incidents attended and outcome. (PI) Numbers of DV attended. 
Devise a written memo guide to help officers attending DV incidents. (PI) Guide 
produced. Link with Wiltshire Police Force for update on policy. (PI) Number of 
contacts made. 
Officer's 
Signature: 
Ist Reporting 
Officer's Signature: 
Name: Sergt A N OTHER 
Date: 01.12.99 
Name: Inspr J BROWN 
Date: 01.12.99 
APPENDIX 'B' 
SUPPORTING INFORMATION (Sis) 
Minstry oi Detence r o n c e 
Form 273E(99U) 
Kestrictea - ö ia i i M no: 
PERFORMANCE AND DEVELOPMENT REVIEW - SUPPORTING INFORMATION 
This form should be used to record supporting information for the PDR Core Policing Skills that relate to your rank. The original copy MUST be given to your Ist 
Reporting Officer. A copy of this form is to be retained in your PDP. 
C O R E SKILLS 
1 
P&E Standards 
2 
C o m m s 
3 
Self Motivation 
4 
Décision Making 
5 
Creati viry Innov 
6 
Leadership 
7 
Mg Dev Staff 
8 
O p Planning 
9 
Strat Planning 
Self Competency 
Level 
5 4 GRADING 4 GRADING GRADING GRADING GRADING GRADING 
Supervisons 
Endorsement 
5 5 GRADING 4 GRADING GRADING GRADING GRADING GRADING 
Supporting Information 
for Core Policing Skills. 
(Record any références 
below le Page 6 Pocket 
Book) 
OB Page 33 Référence 
160-10/12/99 Priority 
No 4 
The complainant was very distressed and 1 had to cairn her down to obtain the necessary information. I used effective questioning techniques to obtain the 
necessary détails of the offender. 1 left the complainant in company with another police officer to ensure that she was looked after considering her physical and 
mental state. I visited the offender (lives next door). I was met with a very hostile reception, 1 gained entry to the house, where a controlied conversation took 
place. I remained impartial, however, informed the offender that he would be the subject of a police report. 1 managed to reach a satisfactory compromise that he 
would not visit next door, however, I feel that I was not able to conclude the issue and expect a fiirther incident. 
DATE: 07/01/2000 SIGNATURE: RANK/NO: Sergt A N 
OTHER 
STATION/DEPT: MDP STONE 
Commente of 
Endorsing 
Supervisor 
Sergt ANOTHER's actions helped cairn an already violent domestic situation, a good job well done. 
DATE: 07/01/2000 SIGNATURE: RANK/NO: Inspr J BROWN STATION/D E PT: MDP STONE 
JVUnstry ot l ie ience ronce 
Form 273E(9911) 
Kesiriciea - aran a i ixo: 
PERFORMANCE AND DEVELOPMENT REVIEW - SUPPORTING INFORMATION 
This form should be used to record supporting information for the PDR Core Policing Skills that relate to your rank. The original copy MUST be given to your lst 
Reporting Officer. A copy of this form is to be retained in your PDP. 
C O R E SKILLS 
1 
P & E Standards 
2 
C o m ros 
3 
Self M o t i v a t i o n 
4 
Déc is ion M a k i n g 
5 
Creativity I n n o v 
6 
L e a d e r s h i p 
7 
M g D e v Staff 
8 
O p P l a n n i n g 
9 
Strat P l a n n i n g 
Seif Competency 
Level 
GRADING GRADING GRADING GRADING GRADING 5 GRADING 4 GRADING 
Supervisors 
Endorsement 
GRADING GRADING GRADING GRADING GRADING 5 GRADING 4 GRADING 
Supporting Information 
for Core Policing Skills. 
(Record any references 
below ie Page 6 Pocket 
Book) 
Occurrence Book 
page 32 Pocket Book 
page33 IRB 1/99 
Priority No 2 
At 0210 hours whilst on high profile pólice patrol of the establishment perimeter fence, in company with Constable SWORD. I responded to a fence intruder 
alarm receiving an R/T cali from the control room. Two members of the Trident Ploughshares 2000 were subsequently arrested for causíng criminal damage. I 
confidently took charge of the situation by delegating appropriate tasks at the scene to other poiice officers. I asked for additional resources to meet the 
operational requirement effectively. í notified all relevant parties and prepared incident reports for the C1R. 
DATE: 15/01/2000 SIGNATURE: RANKVNO: Sergt A N 
OTHER 
STATION/DE PT: MDP STONE 
Comments of 
Endorsing 
Supervisor 
Sergt A N OTHER has a very good topographical knowledge of the base and this was very useful when he dealt with the intruder alarm and the arrest of the two 
Trident Ploughshares demonstrators. Good work, well done. 
DATE: 16/01/2000 SIGNATURE: RANK/NO: Inspr J BROWN STATION/DEPT: MDP STONE 
Minstry of Defcnce Police 
Form 273E (9911) 
Restricted - Staff SI No: 
PERFORMANCE AND DEVELOPMENT REVIEW - SUPPORTING INFORMATION 
This form should be used to record supporting information for the PDR Core Policing Skills that relate to your rank. The original copy MUST be given to your 1 st 
Reporting Officer. A copy of this form is to be retained in your PDP. 
CORE SKILLS 
1 
P&E Standards 
2 
Comms 
3 
Self Motivation 
4 
Décision Making 
5 
Crcativity Innov 
6 
Leadership 
7 
Mg Dev Staff 
8 
Op Planning 
9 
Strat Planning 
Self Competency 
Level 
GRADING GRADING 3 GRADING 4 GRADING 5 GRADING GRADING 
Supervisor's 
Endorsement 
5 GRADING 3 GRADING 4 GRADING 5 GRADING GRADING 
Supporting Information 
for Core Policing Skills. 
(Record any références 
below ie Page 6 Pocket 
Book) 
WOODCOCK 
Questionnaires Graph 
Published Belbin 
Handout Priority No 
3 
Received returns of the used WOODCOCK. SURVEY (building blocks) to ¡dentify áreas and how it ¡mpacts on sickness. These responses gave me new ideas to 
design the sick graph for my section. I introduced the 'BELBIN' system to the officers on my section. This system (BELBIN) encourages the team/individual to 
self develop. However, due to my work load and different shifts, 1 have been unable to conduct two return to work interviews within my agreed priorities. I need 
to action plan for the future. 
DATE: 19/01/2000 SIGNATURE: RANK/NO: Sergt A N 
OTHER 
STATION/DEPT: MDP STONE 
Comments of 
Endorsing 
Supervisor 
The graph gives visual representation and helps in the sickness management strategy. I wül be asking other sections to use this system as 'best practice'. 
Although Sergt ANOTHER has not been able to conduct two sickness interviews on time, she has down graded herself in 'motivation'. I feel her open and 
honest SI is a clear indication of high Professional & Ethical Standards. 
DATE: 19/01/2000 SIGNATURE: RANK/NO: InsprJ BROWN STATION/DEPT: MDP STONE 
APPENDIX 'E 
NORMAL DISTRIBUTION CURVE 
Normal Distribution Curve 
7 Top 2% Demonstrates exceptionally strong level of skill at all times. 
6 Next 9% Markedly exceeds the requirements of the post. 
5 Next 24% Sometimes exceeds the requirements of the post. 
4 Mid 30% A sound and acceptable performance. The standard expected to 
meet the requirements of the post. 
3 Next 24% Generatly acceptable but occasionai shortcomings in performance. 
2 Next 9% Some areas for development: considérable training needs identified. 
1 Bottom 2% An extremely low score: Significant training needs identified. 
Competency levels 6 and 7 indicate a strong performance, well above average. 
Competency levels 3, 4 and 5 will cover the majority of officers, with 4 being the standard 
expected to meet the requirements of the post in question. 
Competency levels 1 and 2 indicate a poor performance with serious shortcomings. Training 
needs identified, which should be actioned by the Ist Reporting Officer. 
Grade 1 
2% 
Grade 4 
30% 
Grade 7 
2% 
APPENDIX 'F 
PDR 12 MONTH CYCLE 
P E R F O R M A N C E DEVELOPMENT REVIEW 
1 2 M O N T H CYCLE 
• PDR START DATE 
• Form 273A/273A(PC) - PERFORMANCE REVIEW REPORT 
F o r m 2 7 3 A is f o r a l l S u p e r v i s o r s - F o r m 2 7 3 A ( P C ) is f o r C o n s t a t é e s 
C o m p l e t e a p p l i c a b l e f r o n t p a g e d é t a i l s 
C o m p l e t e p a r t s 1.1 & 1.2 ( o f f i c e r r e p o r t e d u p o n k e e p s c o p y ) 
• F o r m 2 7 3 E - ( S I ) 
U s e t o r e c o r d ( S I ) f o r t h e P D R c o r e s k i l l s r e l e v a n t t o y o u r r a n k . O r i g i n a l f o r m s 
a r e t o b e k e p t b y t h e 1 s t R e p o r t i n g O f f i c e r u n d e r s e c u r e p o s s e s s i o n . T h e 
o f f i c e r b e i n g r e p o r t e d u p o n is t o k e e p a c o p y in t h e i r P D P . 
• Form 273C - INTERIM INTERVIEW 
T h i s f o r m is c o m p l e t e d b y t h e 1 s t R e p o r t i n g O f f i c e r d u r i n g t h e 6 m o n t h ( o r 
l e s s if r e q u i r e d ) i n t e r i m r e v i e w i n t e r v i e w . O n c o m p l e t i o n t h e o r i g i n a i i s t o b e 
k e p t in t h e o f f i c e r s P D P a n d a c x o p y r e t a i n e d b y t h e 1 s t R e p o r t i n g O f f i c e r . 
• Form 273B - P R E P A R A T I O N F O R M 
T h i s f o r m is c o m p l e t e d b y t h e o f f i c e r b e i n g r e p o r t e d u p o n a t l e a s t t h r e e w e e k s 
p r i o r t o t h e i r P D R c o m p l e t i o n d a t e . A c o p y o f t h e f o r m s h o u l d b e r e t a i n e d b y 
t h e 1 s t R e p o r t i n g O f f i c e r . 
• Form 273D - D E V E L O P M E N T PLAN 
T h e o f f i c e r b e i n g r e p o r t e d u p o n a n d t h e 1 s t R e p o r t i n g O f f i c e r a g r e e u p t o 3 
c o r e p o l i c i n g s k i l l s w h i c h n e e d d e v e l o p m e n t . If t r a i n i n g c o u r s e s a r e r e q u i r e d , 
p a g e 3 m u s t b e c o m p l e t e d , t h e n c o p i e d a n d f o r w a r d e d t o t h e r e l e v a n t 
O C U H Q / H d o f D e p t f o r t h e t r a i n i n g n e e d t o b e n o t i f i e d t o P T C . T h e o r i g i n a i 
f o r m s s h o u l d b e r e t a i n e d b y t h e o f f i c e r in t h e i r P D P . 
• Form 273A/273A(PC) - P E R F O R M A N C E REVIEW R E P O R T 
T h e 1 s t r e p o r t i n g o f f i c e r c h e c k s a n d c o m p l è t e s d é t a i l s o n t h e f r o n t p a g e , 
e n s u r i n g t h a t d a t e s a n d i n f o r m a t i o n a r e c o r r e c t . T h e f i r s t r e p o r t i n g o f f i c e r t h e n 
c o m p l è t e s p a r t s 2 . 1 t o 2 . 9 a s a p p l i c a b l e t o t h e r a n k o f t h e o f f i c e r t h e y a r e 
r e p o r t i n g u p o n , t h e n c o m p l è t e s p a r t 3 .1 s i c k n e s s a n d s i g n s t h e r e p o r t . The 
PDR report must be compieteci between 3 weeks before and one week after 
the due completion date. 
T h e o f f i c e r b e i n g r e p o r t e d u p o n t h e n c o m p l è t e s p a r t s 4 . 1 4 . 2 & 4 . 3 a n d s i g n s 
t h e r e p o r t . 
P a r t 4 . 4 i s c o m p l e t e d b y t h e 2 n d R e p o r t i n g O f f i c e r ( w h e r e a p p l i c a b l e ) . 
C o m m e n t s d o n o t h a v e t o b e w r i t t e n in t h e b o x , w h e r e w r i t t e n c o m m e n t is 
m a d e t h e o f f i c e r b e i n g r e p o r t e d u p o n m u s t b e g i v e n t h e o p p o r t u n i t à t o r e a d 
t h e m . 
P a r t 5 . 1 i s c o m p l e t e d b y t h e S e n i o r P o l i c e O f f i c e r ( S P O ) , a n d a f t e r 
c h e c k i n g / s i g n a t u r e i s f o r w a r d e d t o t h e r e l e v a n t O C U H Q / H e a d o f D e p a r t m e n t . 
P a r t 6 . 1 i s c o m p l e t e d b y t h e O C U C o m m a n d e r / H e a d o f D e p a r t m e n t a n d a f t e r 
c h e c k i n g / s i g n a t u r e is f o r w a r d e d t o t h e r e l e v a n t p e r s o n n e l s e c t i o n a t ( P & T ) 
M D P H Q . The PDR is to be received at (P&T) no later than 2 weeks after the 
due completion date. 
P a r t 7 . 1 a n d 7 . 2 a r e c o m p l e t e d b y t h e r e l e v a n t p e r s o n n e l s e c t i o n a t ( P & T ) 
M D P H Q . 
PDR FLOW CHART 
P D R Star t d a t e 
273A 
In te r im R e v i e w 
273B 
273C 
D u e Da te 
A n n u a l P D R R e p o r t 
273A 
\ 
D e v e l o p m e n t P l a n 
273D 
P r i o r i t i e s & A c t i o n P i a n 
C o m p l e t e 1.1 & 1.2 
D e v e l o p m e n t P l a n 
273D 
C o m p l e t e 2.1 t o 2.9 
(as a p p l i c a b l e ) 
2 n d R e p o r t i n g O f f i c e r 
( w h e r e a p p r o p r i a t e ) 
APPENDIX 'G' 
PDR BLANK FORMS 
Ministry of Defence Police 
Form 273A(PC) (9911) 
Restricted - Staff 
PERFORMANCE REVIEW 
Surname: 
Forenames: 
Substantive Rank: 
Date Joined Présent 
Station: 
Dateof 
Promotion: 
M 
Force Number: Staff 
Number: 
Date of 
Birth: 
Station and OCU: 
The period this review covcrs: 
From: 
Date Due 
To: 
Interim Review(s): 
Date Due: 
Date carried oui: 
Date Carried Out: 
Training programmes completed during this reporting period: 
RESTRICTED - STAFF 
1.1 Local Policing Plan - Agreed Priorities - (Agrée up to four) KT No 
2. 
3. 
4 . 
1.2 Action Plan 
T. 
2. 
3. 
Offîcer's 
Signature: 
Name: 
Ist Reporting 
Offîcer's Signature: 
Name: 
Date: Date: 
RESTRICTED - STAFF 
Application of Core Policing Skills 
This part is to be completed in accordance with the PDR Manual of Guidance. Complete sections 1 to 5 
for all officers. Complete sections 6 to 9 as appropriate 
2.1 Professional and Ethical Standards Competency Level Grade 
Supporting Information: 
2.2 Communication Competency Level Grade 
Supporting Information: 
2.3 S elf-motivation 
Supporting Information: 
Competency Level Grade 
2.4 Décision makins 
Supporting Information: 
RESTRICTED - STAFF 
Compctency Level Grade 
2.5 Creativity and innovation Competency Level Grade 
Supporting Information: 
4 
RESTRICTED - STAFF 
3.1 Sick days throughout this reporting period are: 
SCSL MCSL 
Ist Reporting Officer's Signature: 
Name: Rank/No: 
Date: 
4.1 I have read my performance review and wish to make the following comments: 
4.2 I wish to discuss my review with my 2nd reporting officer Q 
4.3 I wish to have a career profile interview with my 2nd reporting officer [ | 
Signature: Rank/No: 
Name: Date: 
4.4 To be completed by 2nd reporting officer (where applicable) 
Signature: Rank: 
Name: Date: 
RESTRICTED - STAFF 
5.1 Senior Police Officer: 
I have seen this PDR. Yes: • No: • 
Signature: 
Name: 
Rank: 
Date: 
6.1 OCU Commander/Hd of Dept: 
I have seen this PDR. Yes: • No: • 
Signature: 
Name: 
Rank: 
Date: 
7,1 Date received at Personnel Section: 
7.2 Record any action taken below: 
Signature: 
Name: 
Pers Section No: 
Date: 
Ministry of Defence Police 
Form 273A (9911) 
Restricted - Staff 
PERFORMANCE REVIEW 
Surname: 
Forenames: 
Substantive Rank: 
Date Joined Présent 
Station: 
Date of 
Promotion: 
M 
Force Number: Staff 
Number: 
Date of 
Birth: 
Station and OCU: 
The period this review covers: 
From: 
Date Due 
To: 
Interim Review(s): 
Date Due: 
Date carried out: 
Date Carried Out: 
Training programmes completed during this reporting period: 
RESTRICTED - STAFF 
1.1 Local Policing Plan - Agreed Priorities - (Agrée up to four) KT No 
2. 
3. 
4. 
1.2 Action Plan 
I 
2. 
Officcr's 
Signature: 
Name: 
Ist Reporting 
Officer's Signature: 
Name: 
Date: Date: 
RESTRICTED - STAFF 
Application of Core Policing Skills 
This part is to be completed in accordance with the PDR Manual of Guidance. Complete sections 1 to 5 
for ail ofiicers. Complete sections 6 to 9 as appropriate 
2.1 Professional and Ethical Standards Competency Level Grade 
Supporting Information: 
2.2 Communication Competency Level Grade 
Supporting Information: 
2,3 Self-motivation 
Supporting Information: 
Competency Level Grade 
RESTRICTED - STAFF 
2.4 Décision making Competency Level Grade 
Supporting Information: 
2.5 Creativity and innovation Competency Level Grade 
Supporting Information: 
2.6 Leadership 
Supporting Information: 
Competency Level Grade 
RESTRICTED - STAFF 
Competency Level Grade 
Competency Level Grade 
Competency Level Grade 
2.7 Managing and developing staff 
Supporting Information: 
2.8 Operational planning 
Supporting Information: 
2.9 Strategie planning 
Supporting Information: 
5 
RESTRICTED - STAFF 
3.1 Sick days throughout this reporting period are: 
SCSL MCSL 
Ist Reporting Officer's Signature: 
Name: Rank/No: 
Date: 
4.1 I have read my performance review and wish to make the following comments: 
4.2 I wish to discuss my review with my 2nd reporting officer 
4.3 I wish to have a career profile interview with my 2nd reporting officer | | 
Signature: Rank/No: 
Name: Date: 
4.4 To be completed by 2nd reporting officer (whcre applicable) 
Signature: Rank: 
Name: Date: 
RESTRICTED - STAFF 
5.1 Senior Police Officer: 
1 have seen this PDR. Yes: • No: • 
Signature: 
Name: 
Rank: 
Date: 
6.1 OCU Commander/Hd of Dept: 
I have seen this PDR. Yes: • No: • 
Signature: 
Name: 
Rank: 
Date: 
7.1 Date received at Personnel Section: 
7.2 Record any action taken below: 
Signature: 
Name: 
Pers Section No: 
Date: 
7 
Form 273B(9911) D a l * Protect io« Act 1904 Firmala data «ipplkd C M tkh tarm mtj 
b* b*M O B MdVar nHfled by nTMc« 
ta InfcmattM alma> O B compatir. 
Performance and Development Review 
Preparation Form 
(On completion this form is to be placed in the Offlcer's PDP) 
This form is to be completed prior to the individuala Performance Review being 
written. A copy of the form should be retained by the Ist reporting officer. 
Part 1 - Looking back over the period under review 
Section 1 Refer to your agreed list of policing priorities. What do you think you 
achieved particularly well? (Give examples) 
Section 2 Again, refer to your policing priorities. In what way do you feel you could 
have improved your performance during the period under review? (Say 
how) 
SAMPLE 
Part 2 - Looking forward to the ncxt review period 
Section 4 What policing priorities do you want to focus on in the period ahead? 
Section 5 Describe any additional responsibilities you would like to take on in your 
current rôle. 
Fonn 273B (1911) 
Section 3 Describe any training or development activities which you have undertaken 
since your last review. Comment on how effective thèse have been in 
improving your performance potential. 
SAMPLE 
Section 7 What training or development would be particularly useful in your current 
role, or any future role in the Service? 
Form 273B (1911) 
Section 6 Would you like to gain further experience in other related areas of the job? 
lf so what? 
Form273C (9911) D a U P r o U d k a A c t 1984 
P i m e l i data w p p l k d aq tkl i forni m a j 
tw hctd on m4/ar Ttdrird b j raTcracc 
ta l a f a m a t l a * atrcadr b c M o * nanpatar. 
Performance Review 
Interim Interview 
Guidance Notes: This form is to be completed by the Ist Reporting Officer. 
There must be at least one Interim Performance Review Interview carried out mid term (ie 
approximately 6 months after Policing Priorities have been agreed). 
The purpose of the Interim Interview is: 
• Collate supporting information, ensuring it is entered on the Supporting Information Forms. 
• Ensure that personal development action plans are being followed, and training is being 
addressed. 
• Make any necessary adjustments to the action plans. 
• Take any necessary action to improve upon or maintain performance. 
• This form should be retained in the officer's PDP. A copy is to be retained by the Ist Reporting 
Officer. 
Policing Priorities 
Are the current list of Policing Priorities still valid Yes/No. 
If No, what additions/changes are required? (Formulate and record new Policing Priorities if 
necessary) 
Form 273C(9911) 
Part 2 Performance Against Agreed Policing Priorities 
1. Describe achievemcnts made against the agreed policing priorities during the rcvievv 
period, supported by examples ofperformance 
2. Describe areas for improvcment against the agreed policing priorities during the review 
period, supported by examples of performance 
3. Describe any other aspects of the officer's performance during the review period not 
covered in 1 or 2 above (eg acts of bravery or reprimands), supported by examples of 
performance 
2 
Restricted - Staff 
Form 273D (9911) 
CORE POLICING S KILL 
DEVELOPMENT PLAN 
Following on from your Performance Review, list up to three (agreed) aspects of your performance 
which require further development, in terms of core policing skills. For each of these development 
objectives, describe how you intend to achieve it. You may wish to consider what practical 
assistance and support you might need. 
Describe the aspects of your core policing skills which you need to develop: 
2. 
Say how you intend to do these and how long it will take: 
1. 
RESTRICTED - STAFF 
Form 273D(9911) 
Are they realistic and achievable within the timescales indicated? 
| | Tick if training course is required 
Complete attached form, page 3 and forward a copy to your OCU HQ Training Officer. 
Officer's 
Signature: 
Naine in 
Capitals: 
lst Reporting 
Officer's Signature: 
Name in 
Capitals: 
Date: Date: 
Comments by lst Reporting Officer 
Do the devetopment objectives reflect the needs of the officer and the Station/OCU/Department? 
RESTRICTED - STAFF 
Form 273D (9911) 
Officer's 
Signature: 
Name: 
Date: 
lst Reporting 
Officer's Signature: 
Name: 
Date: 
THIS FORM MUST BE COPIED AND SUBMITTED TO OCU HQ FOR THE 
TRAINING REQUIREMENTS TO BE NOTIFIED TO PTC. THE ORIGINAL 
TO BE RETAINED IN THE OFFICER'S PDP. 
OCU TRAINING ACTION: 
Training Course(s) Required: 
Ministry of Defcnce Police 
Form 273 E (9911 ) 
Restrictcd - Staff 
SI No: 
PERFORMANCE AND DEVELOPMENT REVIEW - SUPPORTING INFORMATION 
This form should be used to record supporting information for the PDR Core Policing Skills that relate to your rank. The original copy MUST be given to your lst 
Reporting Offïcer. A copy of this form is to be retained in your PDP. 
C O R E S K I L L S 
1 
P&E S tanda rds 
2 
C o t n m s 
3 
Self M o t i v a t i o n 
4 
Déc is ion M a k i n g 
5 
C' rea t i v i l y I n n o v 
6 
Leadership 
7 
M g D c v S ta f f 
8 
O p P lann ing 
9 
St ra t P l a n n i n g 
Self Competency 
Level 
GRADING GRADING GRADING GRADING GRADING GRADING GRADING GRADING GRADING 
Supervisons 
Endorsement 
GRADING GRADING GRADING GRADING GRADING GRADING GRADING GRADING GRADING 
Supporting Information 
for Core Policing Skills. 
(Record any références 
below le Page 6 Pocket 
Book) 
DATE: SIGNATURE: RANK/NO: ST AT ION/D E PT: 
Comments of 
Endorsing 
Supcrvisor 
DATE: SIGNATURE: RANK/NO: STATION/DEPT: 
Data ProtccÜoa A c t 1984 
P r r M i i I da la n p p l l a d od (alt fo rm m a j 
b * tteid O B and/or Tcrifled hj r a f a r o c c 
to I n fonaa tkw a l rcad j b t M Mi compater. 
S H E E T NO: 
Name: Rank: Station: PDR Start Date: End Date: 
PDR COMPETENCY LEVEL MATRIX 
CORE SKILLS GRADES TOTAL AVERAGE 
SI Number: 
P & E Stnd's 
Comms 
Self Mot 
Dec Mak 
Crea & Innov 
Leadership 
Mng & Dev Staff 
Op Planning 
Strat Planning 
F O R M 273F 
2. COMPETENCY LEVELS 
Ver 1.3 
Constable 
(C) M D P Carecr D e v 01.01.2000 
i 
Ver 1.3 
1 . PROFESSIONAL & ETHICAL STANDARDS - Constable 
Level 1 
Poor self-management (examples being, lateness, poor standards of dress and personal 
hygiène). Does not form a productive working relationship with colleagues. Fails to 
contribute to the achievement of the team objectives. May be hostile to colleagues' views 
for example, on gender and race and/or have a negative approach to team working. Is 
observed at times to be rude, impolite or unhelpful. May demonstrate a lack of self-
restraint and an inability to control temper. Does not use principles of HRA vvhen 
exercising police powers and professional judgement. 
Level 2 
Improvements in self-management only addressed temporarìly as a direct result of 
supervisons intervention. Attendance record inconsistent with periods of lateness. 
Présents an inconsistent standard of dress and personal hygiène. Contributes as a team 
member only as a reaction to prompting. Lapses into making negative and inappropriate 
Statements. Frequently uses exclusionary language. Deals only with routine tasks when 
prompted. Avoids proactive communication with customers will only react to specific 
requests. Avoids using principles of HRA when exercising police powers and 
professional judgement. 
Level 3 
Attends for work mostly on ttme, dress and appearance being just within PPM guidelines. 
On occasions may need to demonstrate more assertiveness when faced with demanding 
situations. Makes an attempt to form productive working relationships. Makes a small 
contribution to the achievements of the agreed policing priorities. Communicates with 
and provides an inconsistent Standard of service to customers. Own behaviour conveys an 
inconsistent image of the MDP to current and potential customers. Occasionally uses 
principles of HRA when exercising police powers and professional judgement. 
Level 4 
Attends work on time. Is able to deal with routine work tasks. Forms productive working 
relationship with colleagues when team responsibilities are clearly defined. Sensitive in 
the use of language, in particular on gender and race. Does make contributions to the 
achievements of the agreed policing priorities. Maintains a satisfactory standard of 
service to customers. Able to obtain basic information when dealing with persons who 
have suffered crime either as a victim or witness. Uses the principles of HRA when 
exercising police powers and professional judgement. 
Level 5 
Always punctual and displays a standard of dress that fully meets the PPM. Keen to learn 
from colleague's expériences. Shares views and opinions and gives constructive 
suggestions when required. Considerate of other team members and provides constructive 
self-feedback on performance. Provides a good standard of service to customers. Able to 
effectively assimilate and analyse information provided by a victim or witness. Actively 
uses the principles of HRA when exercising police powers and professional judgement. 
ii 
(C) M D P Career D e v 01.01.2000 
Ver 1.3 
Level 6 
Is proactive in seeking work and assists other team members to produce quality work. 
Makes positive suggestions for improved team performance, which are valued by 
colleagues. Accepts personal responsibility for providing a good standard of service to 
customers. Shows calmness and self-constraint in complex or conflicting situations. 
Achieves consistent and effective work performance under pressure. Proactively uses the 
principles of HRA when exercising police powers and professional judgement. 
Level 7 
Undertakes a varied and demanding workload delivering a quality performance as an 
individuai or as a team player. Copes well with setbacks and maintains a positive 
disposition in pressurised situations. Demonstrates an awareness of the capabilìties of 
members of the team and of the personal contributions made by each member. Actively 
gains views and opinions from individuate and recognises diversity and opportunities 
vvhere teamwork will more effectively achieve the desired outcome. Sensitive to the needs 
of the defence community. Good awareness of locai issues. Embraces the principles of 
HRA and proactively uses them when exercising police powers and professional 
judgement. 
(C) M D P Career D e v 01.01.2000 
iii 
Ver 1.3 
2. COMMUNICATION - Constable 
Levei î 
Not an effective Communicator. Not confident of ability in this area. May appear 
withdrawn and not willing to put herself/himself forward for rôles involving routine 
contact with the public. Does not pitch delivery at the correct level. Written reports 
consist of poor grammar and spelling. Reports may be poorly presented, illegible, 
inaccurate and omit salient points. 
Level 2 
Will only communicate vvhen prompted. Short attention span leads to losing the grasp of 
conversations. Does not always ask relevant questions when dealing with the public. 
Does not always listen to responses to questions and therefore loses track of important 
issues. Improvement required to span of attention, which at its current level may lead to 
lack of compréhension. Requires supervision on most occasions. 
Level 3 
Does not always speak clearly. Does not always make use of questioning techniques to 
support communication. Further clarification needed of information gained. Can only 
produce basic written reports on subjects which are routine and commonly occur within 
the context of the rôle. Does need supervision of their work on occasions. Grammar and 
spelling require some altérations before final submission. 
Level 4 
Speaks clearly most of the time. Uses effective questioning techniques, ls capable of 
putting forward reasonable arguments but thèse may lack depth. Written reports are 
generally legible and concise. Grammar and spelling are of a standard acceptable to the 
MDP. 
Level 5 
Diction is clear and concise. Makes effective use of questioning techniques gaining as 
much information as possible. Listening skills are generally effective complemented by 
probing questions. Written reports are of a high standard. 
Level 6 
Speaks with authority in a clear, calm voice. Recognises the need of the listener, pitches 
delivery accordingly and easily establishes dialogue. Consistently submits good quality, 
well presented, comprehensive written documents. Structures text in a logical manner, 
enabling the reader to easily comprehend its meaning; for example, within reports and 
letters. 
Level 7 
Is able to establish and promote discussion on the intention behind a speaker's immédiate 
message. Effectively controls a situation and is able to influence the direction of 
discussion and the direction of the décision making process. Effective présentation of 
reports, making good use of figures and groups to support text where appropriate. 
iv 
(C) M D P Career D e v 01.01.2000 
Ver 1.3 
(C) M D P Career D e v 01.01.2000 
V 
Effectively summarises salient points. Constructs original correspondence to a high 
standard. 
Ver 1.3 
3 . SELF MOTIVATION - Constable 
Level 1 
Requires constant supervisión to ensure work is carried out on time and to the required 
standard. Demonstrates titile interest in the job or commitment to the MDP. Shows 
reluctance to accept change and fails to read the relevant information to keep abreast of 
current activity in the MDP. 
Level 2 
Will only carry out work as required by supervisors. Will not genérate their own work. 
Shows some interest in the job and some commitment to the MDP. Reíuctant to 
demónstrate commitment to or ownership of their own development. Will not readily 
seek feedback on performance. 
Level3 
May have a tendency to give up when faced with setbacks. Does not always keep her/his 
professional knowledge up to date resulting in constant referrals to colleagues and 
supervisors. Some commitment shown to the job and the MDP. This may sometimes 
appear apathetic. Will genérate their own work when prompted. 
Level 4 
Reliable when completing tasks to a given time frame, uses a structured approach when 
dealing with standard tasks. Keeps abreast of current activity within the MDP by reading 
circulated material. Will genérate their own work. 
Level 5 
Keen, enthusiastic and committed. Maintains a proportion of self generated work. 
Expresses an interest in subjects beyond the current role. Receptive to change. Keeps 
abreast of current legislation and regulations relating to the MDP and external 
environment. 
Level 6 
Regularly seeks opportunity to increase personal skills, and accepts responsibility for self-
development. Displays good time management skills. Is flexible and adapts well to 
change. Shows good commitment to tasks and objectives. Diffículties are overeóme with 
perseverance. 
Level 7 
Maintains very good standards, and achieves personal goals. Embraces change, 
recognising and seizing opportunities. Is aware of the need to change and is prepared to do 
so. Connects information and ideas to aims and objectives. 
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4 . DECISIÓN MAKING - Constable 
Level 1 
Dispíays a lack of judgement. Frequently fails to take account of available information. 
Contení and accuracy of information is poor. Often fails to take the appropriate course of 
action or fails to select the most appropriate for the circumstances. 
Level 2 
Bases routine decisions on precedence or procedure. Seeks guidance of supervisors when 
dealing with more complex issues. Does not aíways learn from mistakes. Fails to check 
information for accuracy. Fails to remain catm under pressure. 
Level 3 
Gathers information under guidance. Does not consider all the options before making a 
decisión. Rarely takes the opportunity to action tasks to be completed within agreed 
timescales. On occasions remains calm under pressure. Learns from mistakes under 
guidance. 
Level 4 
Assesses situations, sometimes drawing logical conclusions from information available. 
Can use sound judgement to identify what is considered the best option. Takes 
appropriate action to enable the task to be completed within agreed timescales. Learns 
from mistakes. Remains calm under pressure. 
Level 5 
Assesses the situation and considers the effect her/his decisión may have on it. Is 
consistent in approach while under pressure, retaining composure and confídence. 
Remains impartial and dispíays foresight when considering alternatives. During problem 
solving, identifies important issues and will undertake research and organise work in a 
logical manner. Utilises previous experience. 
Level 6 
Gathers information unobtrusively. Recognises possible irregularities which may require 
response. Assesses the feasibility, strengths and weaknesses of options before acting. 
Contributes and encourages others in reaching shared decisions. Recognises and responds 
to situations which require quick decisions with due regard to the consequences. Assumes 
responsibility when necessary. 
Level 7 
Defines and declares key criteria. Gives due consideration to competing priorities and 
available resources. Demonstrates an understanding of resource and performance 
management issues. Thinks through issues and shows, through personal working 
practices, a concern for quality and valué for money. Identifies and implements better 
working practices and procedures. 
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5. CREATIVITY AND INNOVATION - Constable 
Level ì 
Reluctant to change working practices. Unable to see alternatives to set procédures. 
Requires guidance and encouragement to effectively implement new working practices. 
Poor or partial use of available resources. Excessive reliance on routine précèdent and 
procedure. 
Level 2 
Only works within tried and tested practices and procédures with given resources. Uses 
own initiative to résolve issues at basic level, referring more complex issues to others. 
Shows an unwillingness to adapt and implement new working practices. Resists change 
and may display a rigid outlook. 
Level 3 
Occasionala demonstrates initiative. Sometimes displays a lack of sound judgement and 
awareness. Generally open-minded. The influente on people and situations is not always 
positive. On occasions, ineffective use of resources results in issues and incidents 
remaining unsolved. 
Level 4 
ICeen to improve working practices, Looks for alternatives to set procédures. Provides a 
positive response to new ideas from others. Examines available resources in order to 
make best use of them. Demonstrates a willingness to adapt when changes are imposed. 
Level 5 
Looks for improvement in procédures and makes the appropriate recommendations. 
Recognises and transfers practical ideas seen elsewhere resulting in locai improvements. 
Supports and enhances the Implementation of new working practices. Proactively seeks 
solutions to problems. Produces plans for the Implementation of new ideas. 
Level 6 
Identifies activities requiring updating. Generates original ideas, and develops working 
solutions for implementation to enable colleagues to share and build upon ideas which 
advance specific issues and improve the quality of service provided. Identifies 
opportunities for using technology to improve performance and understand the managing 
of information. 
Level 7 
Demonstrates the ability to address problems from various perspectives. Produces 
successful initiatives which départ from conventional and traditional thinking. 
Demonstrates a detailed knowledge and understanding of creativity and innovation. Able 
to exploit information and intelligence Systems which use technical solutions to enhance 
performance. 
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1. PROFESSIONAL & ETHICAL STANDARDS - Sergeant 
Leve! 1 
Poor self-management (examples being, lateness, poor standards of dress and personal 
hygiene). Does not forni a productive working relationship with peers and constables. 
Fails to prompt others or contribute to the achievement of the team objectìves. May 
be hostile to colleagues' views, for example, on gender and race and have a negative 
approach to team working. ís observed at times to be rude, impolite or unhelpful. 
May demónstrate a lack of self-restraint and an inability to control temper. Does not 
uses principies of HRA when exercising pólice powers and professional judgement. 
Level 2 
Improvements in self-management only addressed temporarily as a direct result of 
management intervention. Attendance record inconsistent with periods of lateness. 
Presents an inconsistent standard of dress and personal hygiene. Contributes as a 
supervisor only as a reaction to prompting. Lapses into making negative and 
inappropriate statements. Frequently uses exclusionary language. Deals only with 
routine tasks when prompted. Avoids proactive communication with constables and 
customers, will only react to specific requests. Avoids using principies of HRA when 
exercising pólice powers and professional judgement. 
Level 3 
Attends for work mostly on time, dress and appearance being just within PPM 
guidelines. On occasions may need to demónstrate more assertiveness when faced 
with demanding situations. Makes an attempt to form productive working 
relationships. Makes small contributions to the achievements of the agreed policing 
priorities. Takes some steps to provide supervisory guidance. Communicates with 
and provides an inconsistent standard of service to constables and customers. Own 
behaviour conveys an inconsistent image of the Force to current and potential 
customers. Occasionally identifies and deals with inappropriate behaviour. 
Occasionally uses principies of HRA when exercising pólice powers and professional 
judgement. 
Level 4 
Attends work on time. Forms productive working relationship with colleagues. 
Supports, monitors and maintains standards. Does encourage others to make 
contributions to team objectives. Maintains a satisfactory service to customers. 
Identifies and deals with inappropriate behaviour. Able to guide constables to obtain 
basic information from victims or witnesses. Uses the principies of HRA when 
exercising pólice powers and professional judgement. 
Level 5 
Always punctual and displays a standard of dress that fully meets the PPM guidelines. 
Keen to encourage others to learn from own experiences. Gives constructive advice 
and guidance when required. Considerate of other team members and provides 
constructive feedback on performance. Provides a good standard of service to 
constables and customers. Challenges inappropriate behaviour. Able to guide 
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constables in order to effectively assimilate and analyse information provided by a 
victim or witness. Actively uses the principles of HRA when exercising police 
powers and professional judgement. 
Level 6 
Is proactive in seeking and assisting other team members to produce quality work. 
Implements positive ideas for improved team performances which are valued by 
colleagues. Accepts personal responsibility for providing a good standard of service 
to customers. Shows calmness and self-constraint in complex or conflicting 
situations. Sensitive in the use of language and provides positive support for those 
who challenge unacceptable behaviour. Achieves consistent and effective work 
performance under pressure. Proactively uses the principles of HRA when exercising 
police powers and professional judgement. 
Level 7 
Undertakes a varied and demanding workload delivering a quality performance as a 
supervisor and team player. Maintains a positive disposition in pressurised situations. 
Demonstrates an awareness of the capabilities of members of the team and of the 
personal contributions made by each member. Adapts to changing circumstances. 
Having authorised others to act accepts responsibility for the possible consequences. 
Recognises opportunities where teamwork will more effectively achieve the desired 
outcome. Sensitive to the needs of the defence community. Good awareness of locai 
issues. Embraces the principles of HRA and proactively uses them when exercising 
police powers and professional judgement. 
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2. COMMUNICATION - Sergeant 
Level l 
Not an effective Communicator and unapproachable to peers and constables. Not 
confident of ability to communicate effectively. May appear withdrawn and not 
willing to put herself/himself fonvard for roles involving routine contact with the 
public. Does not pitch delivery at the correct level. Written reports consist of poor 
grammar and spelling. Reports may be poorly presented, illegible, inaccurate and omit 
salient points. 
Level 2 
Will only communicate when prompted. Short attention span leads to losing the grasp 
of conversation. Relevant questions are not always asked when dealing with 
constables or the public. Does not always listen to responses to questions and 
therefore loses track of important issues. Improvement required to span of attention, 
vvhich at its current level may lead to lack of compréhension. Endorsements of 
constables written reports lack meaning. Does not inspire confidence in the team. 
Level 3 
On occasions does not always speak ciearly. Better use could be made of questioning 
technique to support communication. Can produce basic written reports on subjects 
which are routine. Grammar and spelling require some altérations before final 
submission. Constables written reports are sometimes returned for further explanation 
of supervisons endorsements. Does need management intervention on occasions. 
Level 4 
Speaks ciearly. Explicit and frank when required. Uses effective questioning 
techniques. Is capable of putting forward reasonable arguments with options. Written 
reports are generally legible and concise. Endorsements of constable's reports are 
generally meaningful. Written reports and endorsements are of a standard acceptable 
to the MDP. 
Level 5 
Diction is clear and concise. Makes effective use of questioning techniques gaining as 
much information as possible. Friendly and approachable. Listening skills are 
generally effective complemented by probing questions. ' Written reports and 
endorsements are of a high standard. 
Level 6 
Speaks with authority in a clear, calm voice. Recognises the need of the listener, 
pitches delivery accordingly and easily establishes dialogue. Responds to others 
feeling and ideas. Consistently submits good quality, well presented, comprehensive 
written documents. Structures text in a logical mariner enabling the reader to easily 
comprehend its meaning, for example, within reports, memos and letters. 
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Leve! 7 
Is able to establish and promote discussion on the intention behind a speaker's 
immediate message. Effectively controls briefings and is able to influence the 
direction of the decision making process. Effective presentation of reports, making 
good use of figures and groups to support text where appropriate. Effectively 
summarises salient points. Constructs originai correspondence to a high standard. 
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3 . SELF MOTIVATION - Sergeant 
Level i 
Requires constant monitoring by management to ensure supervisory duties are carried 
out to the required standard. Demonstrates little interest in the job or commitment to 
the MDP. Shows reluctance to accept or encourage change. Fails to read the relevant 
information to keep abreast of current activity in the MDP. 
Level 2 
Will only delégate or carry out work as required by managers. Will not encourage 
constables to genérate their own work. Shows some interest in the job and some 
commitment to the MDP. Reluctant to demónstrate commitment to or ownership of 
her/his own or staff development. Will not readily seek feedback on performance. 
Level 3 
May have a tendency to give up when faced with setbacks. Does not always keep their 
professional knowtedge up to date resulting in constant referrals to management when 
questioned by constables. Some commitment shown to the job and the MDP. This 
may sometimes appear apathetic. Will encourage others to genérate their own work 
when prompted. 
Level 4 
Can be relied upon to ensure that tasks are completed on time. May benefit from a 
more structural approach when dealing with and delegating tasks that are out of the 
ordinary. Makes an attempt to keep abreast of current activity within the MDP by 
reading circuíated material and Forcé Orders, and disseminating it to constables. 
Generates their own work and encourages others to do likewise. 
Level 5 
Keen, enthusiastic and committed, creating a positive atmosphere to staff. Maintains a 
proportion of self generated work. Expresses an interest in subjects beyond the current 
role. Receptive to change. Keeps abreast of current legislation and regulations relating 
to the MDP and extemal environment ensuring that staff are regularly updated. 
Level 6 
Regularly seeks opportunity to increase personal skills, and accepts responsibility for 
self-development and the development of staff. Enthusiasm has a positive effect on 
the rest of the team. Displays good time management skills. Is flexible and adapts 
well to change. Shows good commitment to tasks and objectives. Difficulties are 
overeóme with perseverance. 
Level 7 
Maintains very good standards, and achieves agreed policing priorities. Embraces 
change, recognising and seizing opportunities, encouraging others to do so. Connects 
information and ideas to aims and objectives. Shows a well-developed sense of 
timing, seizing the initiative when appropriate to achieve the best results. Challenges 
established methods to improve performance. 
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4. DECISIÓN MAKING - Sergeant 
Level 1 
Displays a lack of judgement. Frequently fails lo take account of available 
information. Content and accuracy of information is poor. Often fails to take the 
appropriate course of action or fails to select the most appropriate for the 
circumstances. 
Level 2 
Bases routine decisions on precedence or procedure. Seeks guidance of managers 
when dealing with more complex issues. Fails to check information for accuracy. 
Fails to encourage constables to reach shared decisions. Fails to remain calm under 
pressure. 
Level 3 
Gathers information under guidance. Does not consider all the options before making 
a decisión. Rarely takes the opportunity to action or delégate tasks to be completed 
within agreed timescales. Does not always learn from mistakes. Does not always 
remain calm under pressure. 
Level 4 
Assesses situations, sometimes drawing logical conclusions from information 
available. Can use sound judgement to identify what is considered the best option. 
Takes the appropriate action to enable the task to be completed within agreed 
timescales. Learns from mistakes under guidance. Remains calm under pressure. 
Level 5 
Assesses the situation and considers the effect their decisión may have on it. Is 
consistent in approach while under pressure, retaining composure and confidence. 
Remains impartía] and displays foresight when considering alternatives. During 
probíem solving, identifies important issues and will undertake research, organising 
work in a logical manner. Utilises previous experience. 
Level 6 
Gathers information unobtrusively. Recognises possible irregularities which may 
require response. Assesses the feasibility, strengths and weaknesses of options before 
acting. Contributes and encourages others in reaching shared decisions. Recognises 
and responds to situations which require quick decisions with due regard to the 
consequences. Takes responsibility for the decisions of others working under her/his 
direction. 
Level 7 
Defines and declares key criteria. Gives due consideration to competing priorities and 
available resources. Demonstrates an understanding of resource and performance 
management issues. Thinks through issues and shows, through personal working 
practices, a concern for quality and valué for money. Identifies and implements better 
working practices and procedures. Provides direction and retains focus in defining 
desired outcomes. 
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5. CREATIVITY AND INNOVATION - Sergeant 
Level 1 
Relucían! to change working practices. Unable to see alternatives to set procedures. 
Requires guidance and encouragement to effectively implement new working 
practices. Poor or partial use of available resources. Excessive reliance on routine 
precedent and procedure. 
Level 2 
Only works within tried and tested practices and procedures with given resources. 
Uses own initiative to resolve issues at basic level. referring more complex issues to 
others. Shows an unwillingness to adapt and implement new working practices. 
Resists change and may display a rigid outlook. 
Level 3 
Occasionally demonstrates initiative. Sometimes displays a lack of judgement and 
sound awareness. Generally open-minded. The influence on people and situations is 
not always positive. On occasions, ineffective use of resources results in issues and 
incidents remaining unsolved. 
Level 4 
Keen to implement improved working practices. Looks for alternatives to set 
procedures. Provides a positive response to new ideas from others. Examines 
available resources in order to make best use of them. Demonstrates a willingness and 
ensures constables adapt when changes are imposed. 
Level 5 
Looks for improvement in procedures and makes the appropriate recommendations. 
Recognises and transfers practical ideas seen elsewhere resulting in local 
improvements. Encourages and enhances the implementation of new working 
practices. Proactively seeks Solutions to problems. Produces plans for the 
implementation of new ideas. 
Level 6 
Identiñes activities requiring updating. Generates original ideas, and develops 
working solutions for implementation, to enable colleagues to share and build upon 
ideas which advance specific issues and improve the quality of service provided. 
Identifies opportunities for using technology to improve performance and understand 
the managing of information. 
Level 7 
Demonstrates the abílity to address problems from various perspectives. Produces 
successful initiatives, which depart from conventional and traditional thinking. 
Demonstrates a detailed knowledge and understanding of creativity and innovation. 
Can think laterally when dealing with complex issues to arrive at conclusions and 
solutions. Able to exploit information and intelligence systems which use technical 
solutions to enhance performance. 
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6. LEADERSHIP - Sergeant 
Level 1 
Presentation of views are quite often confrontational or may not give a clear message 
to others. Is therefore likely to fail to reach agreement to pursue a set course of action 
or to resol ve issues. Tends to refuse advice, operates in isolation and not always gives 
due consideration to feedback. Demonstrates a basic level of commítment but lacks 
conviction. 
Level 2 
Has difficulty taking control of situations. Does not readily provide clear instructions. 
Is not happy to take responsibility for the possible consequences of decisions. Fails to 
stipulate appropriate procedures for varying circumstances. Reluctantly accepts 
advice from managers, will not accept feedback from peers, Lacks the ability to 
direct. 
Level3 
Is capable of taking responsibility for making things happen within the context of the 
role. Accepts feedback but may be reluctant to seek the views of others. Is able to gain 
support of peers and constables to achieve given tasks. May have a tendency to lack 
enthusiasm in certain áreas. Has some difficulty in delegating tasks and tends to lack 
confidence in júnior staff members. 
Level 4 
Enthusiastic and committed. Invites and considers feedback but could do this on a 
more regular basis. Reaches agreement to pursue a course of action which commits an 
appropriate level of resources and achieves the desired result. Demonstrates 
confidence when dealing with situations and incidents. Is able to delégate. 
Level 5 
Adopts a positive style, issuing directions, challenging poor work and inappropriate 
conduct, recognising and acknowledging good work. Stimulates interest and 
encourages constables to make positive contributions. Confident and takes charge of 
situations when dealing with public. Provides empowerment for staff by delegating 
appropriate tasks. 
Level 6 
Actively seeks views of others, disseminates information, demónstrales personal 
commitment by allocation of her/his time and presence. Anticipates and overcomes 
the concerns of others in a persuasive rnanner. Demonstrates the ability to gain staff 
commitment and enthusiasm for achieving local policing plans. 
Level 7 
Confidently manages more varied and complex issues, producing positive ideas and 
direction for the Station. Is consistent in effectively achieving complex tasks, 
developing constables and building the team. When appropriate, demonstrates the 
leadership qualities and the composure to achieve a successful result in difficult 
circumstances or in the face of conflíct. 
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7. MANAGING AND DEVELOPING STAFF - Sergeant 
Level I 
Does not fully accept responsibility for staff or self-development. Tends to rely 
unduly on managerial guidance and is likely to set unrealistic personal policing 
priorities and team targets. Demonstrates limited ability to review own and others 
performance, for example, through Sis and can be hostile to constructive feedback. 
Level 2 
Is not aware of personal strengths and development needs against current and 
anticipated work requirements. Does not always identify staff development needs. 
Does not regularly review staffs policing priorities or retain Sis of their progress. 
Does not take responsibility for the staffs PDR reviewing progress, relying on the line 
manager. 
Level 3 
Occasionally takes responsibility for self and staff development. Sometimes sets 
attainable targets. Does not regularly review personal and staff performance or retain 
Supporting Information of progress. Does not always deal constructively with 
feedback. Recognises opportunities to enhance personal and staff skills in line with 
Force needs but does not always take them. 
Level 4 
Readily assists in the development of colleagues by sharing and demonstrating 
expertise. Regularly évaluâtes methods of work and staff effectiveness. As supervisor, 
actively gathers and records Sis for the core policing skills and competency levéis 
demonstrated by staff. Carries out timely interim and final PDR reviews of police 
staff. Consistent and objective in the assessment of others. Gives récognition to good 
and poor work, initiating corrective action. Appropriately interprets MDP policy. 
Level 5 
Monitors and retains relevant performance MIR indicators. Shows the ability to 
correctly interpret and act upon information. Actively encourages personal monitoring 
and self-development. Discusses and agrées individual development plans and ensures 
that steps are taken to implement them in full. Maintains an overview of the core 
skills of staff. Agreed policing priorities are determined giving considération to the 
achievement of OCU/local policing plans and key targets. 
Level 6 
Achieves effective relationships with staff when required. Assesses the need for core 
policing skills development in relation to agreed priorities and competency levéis. 
Key targets set in line with locai policing plans. Secks to retain a balance of skills and 
abilities within specialist teams. Shows an awareness of team members' personal 
intentions and participâtes in the identification of individuáis aptitudes and the 
development of their core skills. Supports training and development programmes. 
Level 7 
Accepts responsibility for personnel planning ¡n the team. Shows a thorough 
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understanding of individuals1 rôles and responsibilities. Effectively utilises 
individuai' core policing skills and ensures Supporting Information is collated to use 
within the PDR system. Initiâtes structured development programmes and ensures 
évaluation. Plans and schedules annual leave commitment and workloads in line with 
anticipated demands. Helps in evaluating training and development programmes 
when completed. Contributes to the development and implementation of locai 
policing plans. 
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8. OPERATIONAL PLANNING - Sergeant 
Level 1 
Fails to consult others about operational 
muddled approach to operational planning, 
resources. 
objectives. Displays an unstructured and 
Plans produced use excessive amounts of 
Level 2 
Leaves planning to the last minute thus creating a crisis management approach. 
Makes an attempt to communicate operational priorities/objectives but this may lack 
clarity. 
Level 3 
Makes some attempt to plan ahead and prioritise. On occasions communicates 
operational requirements and objectives. May have a tendency to take planning 
decisions which are inappropriate to the rank/role/level. 
Level 4 
Determines, prioritises and records operational requirements effectively. Considers 
resource availability and reviews progress against operational objectives. Does consult 
others and is willing to take advice. 
Level 5 
Anticipates/reappraises plans to meet changing circumstances as an operation unfolds. 
Makes good use of resources through appropriate deployment. Always allows time, 
where appropriate, for consultation to minimise costly mistakes. 
Level 6 
Able to consider issues from all angles. Willing to take appropriate advice from 
specialists and other informed resources. Considers resource availability, planning to 
optimum cost. Progress is measured against operational objectives. 
Level 7 
Demonstrates an outstanding ability to consider issues from the MDP's viewpoint. 
Plans involve an excellent use of available resources. Is willing to take on board and 
action feedback from debrief etc. 
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1. PROFESSIONAL & ETHICAL STANDARDS - Inspector 
Level 1 
Poor self-management and does not présent a good role model for others in the 
organisation. Does not form a productive working relationship with colleagues. Fails 
to contribute to the achievement of the Force's objectives. May be hostile to 
colleagues' views for example, on gender and race and have a negative approach to 
team working. Is observed at times to be rude, impolite or unhelpful. uses rank 
inappropriately. May demónstrate a lack of self-restraint and an inability to control 
temper. Frequently uses exclusionary language. Does not use principies of HRA 
when exercising police powers and professional judgement. 
Level 2 
Punctuality and dress does not always meet the PPM standards required of an officer. 
On occasions may need to demónstrate more assertiveness when faced with 
demanding situations. Attempts to form productive working relationships. Makes 
small contributions to the MDP's objectives. Communicates with and provides an 
inconsistent standard of service to customers. Own behaviour conveys an inconsistent 
image of the Force to current and potential customers. Has minimal knowledge of 
race and gender issues. Occasionally uses exclusionary language and demónstrales 
discriminatory behaviour. Avoids using principies of HRA when exercising police 
powers and professional judgement. 
Level 3 
Just sets a standard of punctuality and dress just within PPM guidelines. Some 
attempi being made to maintain personal objectives required of the role. Forms 
productive working relationship with colleagues but only when team responsibilities 
are clearly defined. Makes contributions to the Station's objectives but thèse may 
lack depth of thought. Maintains a minimum standard of service to customers. Able 
to obtain basic information when dealing with defence community issues and victims 
of discrimination. Occasionally uses principies of HRA when exercising police 
powers and professional judgement. 
Level 4 
Sets a standard, which provides a role model that fully meets the PPM guidelines. 
Open minded and willing to learn from others expériences. Shares views and opinions 
and gives constructive advice when required. Considerate of other team members and 
provides constructive feedback to sergeants and constables on their performance. 
Accepts personal responsibility for providing a good standard of service to customers. 
Shows calmness and self-constraint in complex or conflicting situations. Sensitive in 
the use of language. Achieves consistent and effective work performance under 
pressure. Uses the principies of HRA when exercising police powers and professional 
judgement. 
Level 5 
Undertakes a varied and demanding workload delivering a quality performance as an 
individuai or as a manager. Copes well with setbacks and maintains a positive 
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disposition in pressurised situations. Demonstrates an awareness of the capabilities of 
members of the team and of the personal contributions made by each member. 
Actively gains views and opinions from individuai and recognises opportunities 
where teamwork will more effectively achieve the desired outcome. Sensitive to the 
needs of the defence community. Good awareness of local issues. Influences groups 
and external organisations over a range of issues. Actively uses the principles of HRA 
when exercising police powers and professional judgement. 
Level 6 
Actively promûtes and delivers successili] options to substantial operational or 
business issues. Initiâtes action intended to improve working practices and 
environment, which sustain or increases MDP's professional réputation. Effectively 
delegates workmaking good use of colleagues' abilities and skills. Regularly monitors 
ways of improving quality of service given to customers/junior officers. Implements 
or suggests corrective action where it is necessary. Effectively résolves complaints 
and grievances to satisfy the needs of both the complainant and the Force. Effectively 
deals with diversity issues. Proactively uses the principles of HRA when exercising 
police powers and professional judgement. 
Level 7 
Able to cope with multiple issues. Capable of changing pace and direction of work to 
accommodate and deal with unforeseen events without losing sight of longer term 
objectives. Actively promotes an efficient and supportive working environment. 
Achieves Force's objectives and Key Targets whilst generating enthusiasm and 
ownership. Initiâtes and develops working relationships with key defence service 
leaders to résolve issues of local importance. Highly aware and proactive in 
addressing issues relating to diversity. Embraces the principles of HRA and 
proactively uses them when exercising police powers and professional judgement. 
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2. COMMUNICATION - Inspecter 
Levé! 1 
Does not always speak clearly. Little use made of questioning techniques to support 
communication. Is uncomfortable when communicating at meetings, briefings and 
with the public. Does not pitch delivery at the correct level. Further clarification 
needed of information gained. Written communications are over complicated, not 
reader friendly and omit salient points. 
Level 2 
Speaks clearly some of the time. Needs to develop the use of effective questioning and 
Iistening techniques. Is capable of putting forward reasonable arguments but thèse 
may lack depth. Approachability cornes second to discipline, causing some mistrust. 
Written communications are generally legible and concise but not always easy to 
comprehend. 
Level 3 
Generally has the ability to communicate clearly and concisely. Sometimes 
demonstrates the political sensitivity required to project a positive image of the MDP. 
Sometimes demonstrates Iistening skills. Tends to support opinion without first 
seeking évidence. Demonstrates an occasional inability to influence others, both 
individually and in the more formai environment when chairing meetings. Sometimes 
able to produce quality reports. 
Level 4 
Speaks with authority in a clear, calm voice. Recognises the need of the listener, 
pitches delivery accordingly and easily establishes dialogue. Friendly and 
approachable whilst maintaining discipline and respect. Explicit and frank when 
appropriate but able to be diplomatie in sensitive situations. Has the ability to inspire 
confidence and enthusiasm. Consistently submits good quality, well presented 
comprehensive written documents. Structures text in a logical manner, enabling the 
reader to easily comprehend its meaning, for example, within reports, mémos and 
letters. 
Level 5 
Is able to establish and promote discussion on the intention behind a speaker's 
immédiate message. Effectively controls meetings and briefings and is able to 
influence the direction of discussion and the décision making process. Effective 
présentation of reports, making good use of figures and groups to support text where 
•appropriate. Effectively summarises salient points. Constructs original 
correspondence to a high standard. 
Level 6 
Confident and effective when expressing complex issues or ideas to groups at ail 
levels within the MDP. Effectively represents and promotes the views of the 
Department/Station at normal meetings inside and outside the organisation. 
Demonstrates the ability to identify and utilise effective written présentation 
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techniques in order to submit reports of a complex nature. Makes written 
recommendations on working practices and policy. Undertakes research and 
consultation work as appropriate. 
Level 7 
Speaks with impact. Utilises pace, tone, bearing and choice of words to assert views. 
This is done in formai or informai settings both inside and outside the Force. 
Effectively directs operational briefings. Demonstrates an excellent command of 
written skills. Produces reports, which incorporate comprehensive examination of ail 
relevant issues. Signifîcantly contributes to implementing of operational policy. 
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3 . SELF MOTIVATION - Inspector 
Levei î 
Requires constant monitoring by senior managers to ensure duties are carried ont to 
the required standard. Demonstrates little interest in the job or commitment to the 
MDP. Shows reluctance to accept or encourage change. Fails to read the relevant 
information to keep abreast of current activity in the MDP. Reluctant to take 
responsibility of her/his own PDR policing priorities. 
Levei 2 
Will only delégate or carry out work as required by senior managers. Will not 
encourage officers to genérate their own work. Shows some interest in the job and 
some commitment to the MDP. Reluctant to demónstrate commitment to or 
ownership of her/his own or staff development, for example, through the PDR 
process. Will not readily seek feedback on performance. 
Levei 3 
May have a tendency to give up when faced with setbacks. Does not always keep 
her/his professional knowledge up to date resulting in constant referrals to senior 
management when questíoned by sergeants and constables. Some commitment shown 
to the job and the MDP. This may sometimes appear apathetic. May on occasion 
jump to conclusions without knowing ail the facts. Will encourage others to genérate 
their own work when prompted. 
Levei 4 
Can be relied upon to ensure tasks are completed on time. May benefit from a more 
structured approach when dealing with and delegating tasks that are out of the 
ordinary. Keeps abreast of current activity within the MDP by reading circulated 
material/Force Orders and disseminating it to sergeants and constables. Générâtes 
their own work and encourages others to do likewise. 
Levei 5 
Keen, enthusiastic and committed creating a positive atmosphère to staff. Ensures 
staff are proactive in producing self-generated work. Expresses an interest in subjects 
beyond the current role. Réceptive to change. Actively keeps abreast of current 
législation and régulations relating to the MDP and external environment ensuring 
that staff are regularly updated. 
Levei 6 
Regularly seeks opportunity to enhance personal and core policing skills, and accepts 
responsibility for self-development and the development of staff. Enthusiasm has a 
positive effect on the rest of the team. Displays good time management skills. Is 
flexible and adapts well to change. Shows good commitment to tasks and objectives. 
Difficulties are overeóme with persévérance. 
Levei 7 
Maintains very high standards, and actively achieves own agreed policing priorities. 
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Embraces change, recognising and seizing opportunities, encouraging others to do so. 
Connects information and ideas to aims and objectives. Shows a well-developed 
sense of timing, seizing the initiative when appropriate to achieve the best results. 
Challenges established methods to improve performance. 
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4. DECISIÓN MAKING - Inspector 
Leve! 1 
Often fails to take the appropriate course of action or fails to select the most 
appropriate for the circumstances. Bases routine decisions on precedence or 
procedure. Seeks guidance of peers and júnior ofñcers when dealíng with more 
complex issues. Fails to check information for accuracy. 
Leve! 2 
Does not assess situations when drawing logical conclusions from information 
available. Can use poor judgement to identify what is considered the best option. 
Rarely takes the appropriate action to enable the task to be completed within agreed 
timescales. Fails to remain calm under pressure. 
Level 3 
Sometimes assesses the situation and considers the effect her/his decisión may have 
on it. Is consistent in approach except whilst under pressure. Attempts to remain 
impartial when considering alternatives. During problem solving, sometimes 
identifies important issues and will undertake some research to arrive at a lógica! 
conclusión. Does not always utilise previous experience. 
Level 4 
Displays foresight and makes realistic decisions having considered the strengths and 
weaknesses of available options and the possible long-term consequences of the 
solution. Willing to listen to the contributions of others but prepared to take the final 
decisión assuming full responsibility for that decisión. Is consistent in approach even 
whilst under pressure. 
Level 5 
Defines and declares key criteria. Gives due consideration to competing priorities and 
available resources. Demonstrates an understanding of resource and performance 
management issues. Thinks through issues and shows, through personal working 
practices, a concern for quality and valué for money. Identifies and implements better 
working practices and procedures. 
Level 6 
Has the ability to transíate ideas into viable well-researched proposals. Influences and 
implements change effectively. creating continuous improvement. Makes complex 
decisions in operational situations with good results. Takes responsibility for the 
decisions of others working under their direction. Regularly reviews progress and 
amends decisions to take account of change. 
Level 7 
Comfortable making decisions which commit resources to a particular course of 
action. Considers short and long term implications, and where appropriate, consults 
widely. Recognises and gives appropriate consideration to risks involved. Provides 
direction and retains focus in defming desired outcomes, by making explicit reference 
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5. CREATIVITY AND INNOVATION - Inspector 
Level 1 
Reluctant to change working practices. Excessive reliance on routine precedent, 
procedure and resources. Uses own initiative to resolve issues at basic level. referring 
more complex issues to others. Shows an unwillingness to adapt and implement new 
working practices. Resists change and may display a rigid outlook. 
Level 2 
Occasionally demónstrales initiative but not always ablc to scc altcrnatives to set 
procedures. Sometimes displays a lack of judgement and sound awareness. Lacks an 
open-minded approach. The influence on pólice staff and situations is not always 
positive. Ineffective use of resources results in issues and incidents remaining 
unsolved. 
Level 3 
Sometimes looks for improvement in procedures and makes the appropriate 
recommendations. On occasion recognises and transfers practical ideas seen 
elsewhere, resulting in local improvements. Tends to support the implementation of 
new working practices. Makes an effort to seek solutions to problems. Attempts to 
produce plans for the implementation of new ideas. 
Level 4 
Identifies activities requiring updating. Generates original ideas, and develops 
working solutions for implementation, to enable peers and júnior pólice staff members 
to share and build upon ideas, which advance specific issues, and improve the quality 
of service provided. Initiates the exploration of alternatives. 
Level 5 
Demonstrates the ability to address problems from various perspectives, producing 
successful initiatives, which depart from conventional and traditional thinking. Shows 
innovation and lateral thinking in response to problems. Identifies opportunities for 
using technology to improve performance and understand the managing of 
information. 
Level 6 
Demonstrates a detailed knowledge and understanding of the principies of 
performance management. Displays foresight in respect of the exploitation of 
information and intelligence systems, which use technical solutions to enhance 
performance. Is able to adapt ideas from other organisations, expand them and make 
them workable within the MDP. 
Level 7 
Applies lateral thinking to develop radical ideas and approaches, which make a 
marked contribution to policing. Produces successful initiatives, which depart from 
conventional and traditional thinking. Promotes a team culture, which recognises and 
valúes new ideas and outstanding achievements. Able to think conceptually in dealing 
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with complex issues to arrive at conclusions and solutions. Is able to translate 
Personal vision into best practice. 
(Ver 1.4) 
6. LEADERSHIP - Inspecter 
Level 1 
Presentation of views are quite often confrontationat and lacking logicai support. 
May not give clear messages to others. Is therefore likely to fail to reach agreement to 
pursue a set course of action or to résolve issues. Tends to give advice based on 
personal values. Reluctant to seek the vievvs of others before taking a course of 
action. Finds it difficult to gain support of peers and junior police staff members to 
achieve given tasks. 
Level 2 
Not generally enthusiastic or committed. Does not seek views of others. Reluctant to 
disseminate information, set team objectives or demonstrates personal commitment by 
allocation of her/his time and présence. May occasionally reach agreement to pursue 
a course of action, which commits an appropriate level of resources and achieves the 
desired resuit. Tends to lack a little confidence when dealing with situations and 
incidents. Sometimes takes a negative approach to leadership issues. 
Level 3 
Sometimes adopts a positive style, issuing directions, challenging poor work and 
inappropriate conduct, recognising and acknowledging good work. Attempts to 
motivate staff and stimulate interest. Invites and considers views of others but could 
do this on a more regulär basis. Occasionally sets team objectives and demonstrates 
personal commitment by allocation of her/his time and présence. 
Level 4 
Negotiates a common resolution to disparate points of view by promoting open 
discussion. Readily conveys commitment and conviction in proposing direction at ail 
levels. Demonstrates a breadth and clarity of perception based on a detailed 
understanding of the implications of current issues. Anticipâtes and overcomes the 
concerns of others in a persuasive manner. 
Level 5 
Confidently manages more varied and complex issues, producing positive ideas and 
direction for the Station. When appropriate, demonstrates the leadership qualities and 
the composure to achieve a successful resuit in difficult circumstances or in the face 
of conflict. Confident and takes charge of situations when dealing with staff or the 
public at incidents or gatherings. 
Level 6 
Demonstrates the ability to define and reinforce a consistent line in complex and 
protracted negotiations both inside and outside the Force. Consults key people in 
advance and prépares a case, which takes into account their concerns and needs. 
Significantly impacts on the development of policy and procedure. Able to 
successfully cascade Station's objectives to sergeants and constables. 
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Level 7 
Demonstrates the ability to gain staff commitment and enthusiasm for achieving 
OCU/ Department/Station pohcing plans, and actively oversees the outcome of the 
annual Performance and Development Review for staff. Able to take command and 
take control of complex issues in a positive decisive manner. Negotiates a common 
resolution to disparate points of view by promoting open discussion. Readily conveys 
astuteness and persuasion in proposing essential direction at ali levels. Demonstrates a 
breadth and clarity of understanding based on detailed knowledge of the implications 
of current and future issues. 
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7. MANAGING AND DEVELOPING STAFF - Inspector 
Lev el 1 
Is unaware of personal strengths and development needs against current and 
anticipated work requirements. Displays reluctance to agree personal self-
developmental objectives with the line manager. Does not take responsibility for 
reviewing progress, relying on the line manager. 
Level 2 
Does not accept responsibility for self-development. Sometimes seis attainable 
personal policing priorities. Does not regularly review staff s policing priorities or 
retain Sis of their progress. Does not always deal constructively with feedback. May 
recognise opportunities to enhance personal and core policing skills in line with 
MDP's needs but does not always take them. 
Level 3 
Occasionally. provides professional and emotional reassurance and support. Makes 
attempt to encourage, recognise and praise good work and ideas. Sometimes is able to 
explain the benefits and consequences of achieving (or failing to achieve) all agreed 
policing priorities. Tries to contribute to planning of future events. On occasions 
discusses individual strengths and weaknesses openly and provides constructive 
feedback. 
Level 4 
Readiíy assists in the development of colleagues by sharing specialist or 
demonstrating expertise. Regularly evaluates methods of work and staff effectiveness. 
As line manager, actively gathers and records Sis of the competency levéis of the core 
policing skills demonstrated by persons for whom they have specific responsibility. 
Consistent and objective in the assessment of others. Gíves recognition to good and 
poor work, initiating corrective action. Plans and schedules, commitment and 
workloads in line with anticipated demands. Appropriately interprets MDP policy. 
Level 5 
Monitors and retains relevant performance indicators. Shows the ability to correctly 
interpret and act upon information. Actively encourages personal monitoring and self-
development. Discusses and agrees individuaos policing priorities and development 
plans and ensures that steps are taken to implement them in full. Maintains an 
overview of the skills of staff. Policing priorities are determined giving consideration 
to the achievement of corporate and local policing plan. 
Level 6 
Achieves effective relationships with staff when required. Assesses the need for core 
policing skills development in relation to priorities, competency levéis and targets set 
in line with local policing plans. Seeks to retain a balance of skills and abilities within 
specialist teams. Shows an awareness of team members' personal intentions and 
participates in the identifícation of individuáis aptitudes and the development of their 
skills. Evaluates training and development. 
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Levé! 7 
Carries responsibility for personnel planning in the team. Shows a thorough 
understanding of individuals' rôles and responsibilities. Effectively utilises 
individuals' skills and proactively maintains an overview of the PDR System. Plans 
and/or commissions structured development programmes and ensures évaluation. 
Promotes a learning and achievement culture. Contributes significantly to the 
development and implementation of local policy. 
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8. OPERATIONAL PLANNING - inspector 
íevel I 
Fails to consult others about operational objectives. Displays an unstructured and 
muddled approach to operational planning. Of those plans produced they use 
excessive amounts of resources. 
Level 2 
Leaves planning to the last minute thus creating a crisis management approach. 
Malees an attempt to communicate operational priorities/objectives but this may lack 
clarity. 
Level 3 
Makes some attempt to plan ahead and prioritise. On occasions communicates 
operational requirements and objectives. May have a tendeney to take planning 
decisions which are inappropriate to the rank/role/level. 
Level 4 
Determines, prioritises and records operational requirements effectively. Considers 
resource availability and reviews progress against operational objectives. Does consult 
others and willing to take advice. 
Level 5 
Anticipates/re-appraises plans to meet changing circumstances as an operation 
unfolds. Makes good use of resources through appropriate deployment. Always allows 
time where appropriate for consultation to minimise costly mistakes. 
Level 6 
Able to consider issues from all angles. Willing to take appropriate advice from 
specialists and other informed resources. Considers resource availability, planning to 
optimum cost. Progress is measured against operational objectives. 
Level 7 
Demonstrates an outstanding ability to consider issues from a Forcé viewpoint. 
Displays an ability to take account of every eventuality when planning operations. 
Plans involve an excellent use of available resources. Is willing to take on board and 
action feedback from debrief etc. 
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9. STRATEGIC PLANNING - Inspector 
Level 1 
Focus is exclusively on short-term gains. Is not successful in actioning strategy. 
Displays a poor understanding of the broader policing issues. Lacks understanding 
and foresight. 
Level 2 
Prioritises inappropriately in view of corporate and locai policing plans. Is not 
consistent in actioning strategy. Conducts illogical appraisals of available options. 
Short-term gains are not always balanced against longer-term objectives. 
Level 3 
Displays some perception and foresight about the future. Plans sometime lack 
information on political/defence community issues. Does not always understand how 
broader policing environment affects strategy. On some occasions is capable of 
planning for différent scénarios. 
Level 4 
Understands how major issues affect the future of the service. Prioritises appropriately 
in the light of corporate and local policing plans. Is able to turn strategy into action 
with plans covering costs, Staffing and resource requirements. 
Level 5 
Is able to balance effectively, short-term gains against longer-term objectives. Always 
plans using information on political/defence community issues. Distributes and 
publicises strategie plans. 
Level 6 
Consistently shows intuition and foresight about the future. Is able to generate 
différent opinions, identifying strengths, weaknesses, opportunities and threats. 
Consistently plans for différent scénarios, thinking of key probing questions. 
Level 7 
Shows exceptional vision and foresight about the future of the service. Consistently 
turns high-level strategy into action with plans covering ail aspects of costs, Staffing 
and resource requirements. 
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1. PROFESSIONAL & ETHICAL STANDARDS - Chief Inspecter 
Level 1 
Poor self-management and does not présent a good role model for others in the 
organisation. Does not form a productive working relationship with colleagues. Fails 
to contribute to the achievement of the Forceps objectives. May be hostile to 
colleagues' views for example, on gender and race and have a negative approach to 
team working. Is observed at times to be rude, impolite or unhelpful, uses rank 
inappropriately. May demonstrate a lack of self-restraint and an inability to control 
temper. Frequently uses exclusionary language. Does not uses principles of HRA 
when exercising police powers and professional judgement. 
Level 2 
Punctuality and dress does not always meet the required PPM standard of a senior 
officer. On occasions may need to demonstrate more assertiveness when faced with 
demanding situations. Attempts to form productive working relationship s. Makes 
small contributions to organisational objectives. Communicates with and provides an 
inconsistent standard of service to customers. Own behaviour conveys an inconsistent 
image of the Force to current and potential customers. Has minimal knowledge of 
race and gender issues. Occasionally uses exclusionary language and demonstrates 
discriminatory behaviour. Avoids using principles of HRA when exercising police 
powers and professional judgement. 
Level 3 
Just sets a standard of punctuality and dress just within PPM guidelines. Some 
attempt being made to matntain personal objectives required of the role. Forms 
productive working relationship with colleagues but only when team responsibilities 
are clearly defined. Does make contributions to the Department/Station's objectives 
but thèse may lack depth of thought. Maintains a satisfactory standard of service to 
customers. Able to obtain basic information when dealing with defence community 
issues and victims of discrimination. Occasionally uses principles of HRA when 
exercising police powers and professional judgement. 
Level 4 
Sets a standard, which provides a role model that fully meets the PPM guidelines. 
Open minded and willing to learn from others expériences. Shares views and 
opinions and gives constructive advice when required. Considerate of other team 
members and provides constructive feedback to inspectors, sergeants and constables 
on their performance. Accepts personal responsibility for providing a good standard 
of service to customers. Shows calmness and self-constraint in complex or conflicting 
situations. Sensitive in the use of language. Achieves consistent and effective work 
performance under pressure. Uses the principles of HRA when exercising police 
powers and professional judgement. 
Level 5 
Undertakes a varied and demanding workload delivering a high quality performance 
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as an individual or as a team manager. Copes well with setbacks and maintains a 
positive disposition in pressurised situations. Demonstrates an awareness of the 
capabilities of members of the Department/Station's team and of the personal 
contributions made by each member. Actively gains views and opinions from 
individuáis and recognises opportunities where teamwork will more effectively 
achieve the desired outcome. Sensitive to the needs of the defence community. Good 
awareness of local issues. Influences groups and external organisations over a range 
of issues. Actively uses the principies of HRA when exercising police powers and 
professional judgement. 
Level 6 
Actively promotes and delivers successful options to substantial operational or 
business issues. Initiâtes action intended to improve working practices and 
environment, which sustain or increases MDP's professional réputation. Effectively 
delegates work making good use of colleagues' abilities and skills. Regularly 
monitors ways of improving quality of service given to customers/junior officers. 
Implements or suggests corrective action where it is necessary. Effectively résolves 
complaints and grievances to satisfy the needs of both the complainant and the Force. 
Effectively deals with diversity issues. Proactively uses the principies of HRA when 
exercising police powers and professional judgement. 
Level 7 
Able to cope with multiple and complex issues. Capable of changing pace and 
direction of work to accommodate and deal with unforeseen events without losing 
sight of longer term objectives. Actively promotes an efficient and supportive 
working environment. Achieves Forceps objectives and Key Targets whilst generating 
enthusiasm and ownership. Initiâtes and develops working relationships with key 
defence service and community leaders to résolve issues of local importance. Highly 
aware and proactive in addressing issues relating to diversity. Politically astute, 
demonstrates insight with regards to key people and processes. Embraces the 
principies of HRA and proactively uses them when exercising police powers and 
professional judgement. 
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2 . COMMUNICATION - Chief Inspecter 
Level î 
Does not always speak clearly. Little use made of questioning and probing techniques 
to support communication. Is uncomfortable when communicating at meetings, 
briefings and with the public. Does not pitch delivery at the correct level. Further 
clarification needed of information gained. Written communications are over 
complicated, not reader friendly and omit salient points. 
Level 2 
Speaks clearly some of the time. Needs to develop the use of effective questioning 
and listening techniques. Is capable of putting forward reasonable arguments but 
thèse may lack depth. Approachability cornes second to discipline, causing some 
mistrust. Written communications are generally legible and concise but not always 
easy to comprehend. 
Level 3 
Generally has the ability to communicate clearly and concisely. Sometimes 
demonstrates the political sensitivity and liaison skills to project a positive image of 
the MDP. Occasionally demonstrates effective listening skills. Tends to support 
opinion that is not based on évidence. Demonstrates an occasional inability to 
influence others, both individually and in the more formai environment when chairing 
meetings. Sometimes able to produce quality reports. 
Level 4 
Speaks with authority in a clear, calm voice. Recognises the need of the listener, 
pitches delivery accordingly and easily establishes dialogue. Friendly and 
approachable whilst maintaining discipline and respect. Explicit and frank when 
appropriate but able to be diplomatie in sensitive situations. Has the ability to inspire 
confidence and enthusiasm. Consistently submits high quality, well presented 
comprehensive written documents. Structures text in a logical manner, enabling the 
reader to easily comprehend its meaning, for example, within reports, mémos and 
letters. 
Level 5 
Is able to establish and promote discussion on the intention behind a speaker's 
immédiate message. Effectively controls meetings and briefings and is able to 
influence the direction of discussion and the décision making process. Effective 
présentation of reports, making good use of figures and groups to support text where 
appropriate. Effectively summarises salient points. Constructs original 
correspondence to a high standard. 
Level 6 
Confident and effective when expressing complex issues or ideas to groups at ail 
levels within the MDP. Effectively represents and promotes the views of the 
Department/Station at normal meetings inside and outside the organisation. 
Demonstrates the ability to identify and utilise effective written présentation 
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techniques in order to submit reports of a complex nature. Makes written 
recommendati on s on working practices and policy. Undertakes research and 
consultation work as appropriate. 
Level 7 
Speaks with impact. Utilises pace, tone, hearing and choice of words to assert views. 
This is done in formai or informai settings both inside and outside the Force. 
Effectively directs operational briefings. Demonstrates an excellent command of 
written skills. Produces reports, which incorporate comprehensive examination of ali 
relevant issues. Significante contributes to shaping and implementing of operational 
policy. 
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3 . SELF MOTIVATION - Chief Inspector 
Level 1 
Requires constant monitoring by sénior managers to ensure duties are carried out to 
the required standard. Demónstrales little interest in the job or commitment to the 
MDP. Shows reluctance to accept or encourage change. Fails to read the relevant 
information to keep abreast of current activity in the MDP. Reluctant to take 
responsibility of her/his own PDR policing priorities. 
Level 2 
Will only delégate or carry out work as required by sénior managers. Will not 
encourage officers to genérate their own work. Shows some interest in the job and 
some commitment to the MDP. Reluctant to demónstrate commitment to or 
ownership of her/his own or staff development, for example, through the PDR 
process. Will not readily seek feedback on performance. 
Level 3 
May have a tendency to give up when faced with setbacks. Does not always keep 
her/his professional knowledge up to date resulting in constant referrals to sénior 
management when questioned by inspectors, sergeants and constables. Some 
commitment shown to the job and the MDP. This may sometimes appear apathetic. 
May on occasion jump to conclusions without knowing all the facts. Will encourage 
others to genérate their own work when prompted. 
Level 4 
Can be relied upon to ensure tasks are completed on time. May benefit from a more 
structured approach when dealing with and delegating tasks that are out of the 
ordinary. Keeps abreast of current activity within the MDP by reading circulated 
material/Force Orders and disseminating it to inspectors, sergeants and constables. 
Generates their own work and encourages others to do likewise. 
Level 5 
Keen, enthusiastic and committed creating a positive atmosphere to staff. Ensures 
staff are proactive in producing self-generated work. Expresses an interest in subjects 
beyond the current role. Receptive to change. Actively keeps abreast of current 
legislation and regulations relating to the MDP and external environment ensuring 
that staff are regularly updated. 
Level 6 
Regularly seeks opportunity to enhance personal and core policing skills, and accepts 
responsibility for self-development and the development of staff. Enthusiasm has a 
positive effect on the rest of the team. Displays good time management skills. Is 
flexible and adapts well to change. Shows good commitment to tasks and objectives. 
Difficulties are overeóme with perseverance. 
Level 7 
Maintains very high standards, and proactively achieves own agreed policing 
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priorities. Embraces change, recognisìng and seizing opportunities. encouraging 
others to do so. Connects information and ideas to aims and objectives. Shows a 
well-developed sense of timing, seizing the initiative when appropriate to achieve the 
best results. Challenges established methods to improve performance. 
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4 . DECISIÓN MAKING - Chief Inspector 
Level 1 
Oñen fails to take the appropriate course of action or fails to select the most 
appropriate for the circumstances. Bases routine decisions on precedence or 
procedure. Seeks guidance of peers and júnior officers when dealing with more 
complex issues. Fails to check information for accuracy. 
Level 2 
Does not assess situations when drawing logical conclusions from information 
available. Can use poor judgement to identify what is considered the best option. 
Rarely takes the appropriate action to enable the task to be completed within agreed 
timescaíes. Fails to remain calm under pressure. 
Level 3 
Sometimes assesses the situation and considers the effect her/his decisión may have 
on it. Is consistent in approach except whilst under pressure. Attempts to remain 
impartial when considering alternatives. During problem solving, sometimes 
identifies important issues and will undertake some research to arrive at a logical 
conclusión. Does not always utilise previous experience. 
Level 4 
Displays foresight and makes realistic decisions having considered the strengths and 
weaknesses of available options and the possible long-term consequences of the 
solution. Willing to listen to the contributions of others but prepared to take the final 
decisión assuming full responsibility for that decisión. Is consistent in approach even 
whilst under pressure. 
Level 5 
Defines and declares key criteria. Gives due consideration to competing priorities and 
available resources. Demonstrates an in depth understanding of resource and 
performance management issues. Thinks through issues and shows, through personal 
working practices, a concern for quality and valué for money. Identifies and 
implements better working practices and procedures. 
Level 6 
Has the ability to transíate ideas into viable well-researched proposals. Influences and 
implements change effectively, creating continuous improvement. Makes complex 
decisions in operational situations with best results. Takes responsibility for the 
decisions of others working under their direction. Regularly reviews progress and 
amends decisions to take account of change. 
Level 7 
Comfortable making decisions which commit resources to a particular course of 
action. Considers short and long term implications, and where appropriate, consults 
widely. Recognises and gives appropriate consideration to risks involved. Provides 
direction and retains focus in defining desired outcomes, by making explicit reference 
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5 . CREATIVITY AND INNOVATION - Chief Inspector 
Level 1 
Reluctant to change working practices. Excessive reliance on routine precedent, 
procedure and resources. Uses own initiative to resolve issues at basic level, referring 
more complex issues to superintendents. Shows an unwillingness to adapt and 
implement new working practices. Resists change and may display a rigid outlook. 
Level2 
Occasionally demonstrates initiative but not always able to see alternatives to set 
procedures. Sometimes displays a lack of judgement and sound awareness. Lacks an 
open-minded approach. The influence on pólice staff and situations is not always 
positive. Ineftective use of resources results in issues and incidents remaining 
unsolved. 
Level 3 
Sometimes looks for improvement in procedures and makes the appropriate 
recommendations. On occasion recognises and transfers practical ideas seen 
elsewhere, resulting in local improvements. Tends to support the implementation of 
new working practices. Makes an effort to seek solutions to problems. Attempts to 
produce plans for the implementation of new ideas. 
Level 4 
Identifies activities requiring updating. Generates original ideas, and develops 
working solutions for implementation, to enable peers and júnior pólice staff members 
to share and build upon ideas which advance specific issues and improve the quality 
of service provided. Initiates the exploration of alternatives. 
Level 5 
Demonstrates the ability to address problems from various perspectives, producing 
successful initiatives, which depart from conventional and traditional thinking. 
Shows innovation and lateral thinking in response to problems. Identifies 
opportunities for using technology to improve performance and understand the 
managing of information. 
Level 6 
Demonstrates a detailed knowledge and a thorough understanding of the principies of 
performance management. Displays foresight in respect of the exploitation of 
information and intelligence systems, which use technical solutions to enhance 
performance. Is able to adapt ideas from other organisations, expand them and make 
them workable within the MDP. 
Level 7 
Applies lateral thinking to develop radical ideas and approaches, which make a 
marked contribution to policing. Produces successful initiatives, which depart from 
conventional and traditional thinking. Promotes a team culture, which recognises and 
valúes new ideas and outstanding achievements. Able to think conceptually in 
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Personal vision into best practice. 
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6. LEADERSHIP - Chief Inspecter 
Level 1 
Presentation of vievvs are quite often confrontational and lacking logicai support. 
May not give clear messages to others. Is therefore likely to fail to reach agreement to 
pursue a set course of action or to résolve issues. Tends to give advice based on 
personal values. Reluctant to seek the views of others before taking a course of 
action. Finds it difficult to gain support of peers and junior police staff members to 
achieve given tasks. 
Level 2 
Not generally enthusiastic or committed. Does not seek views of others. Reluctant to 
disseminate information, set team objectives or demonstrate personal commitment by 
allocation of her/his time and présence. May occasionally reach agreement to pursue 
a course of action, which commits an appropriate level of resources and achieves the 
desired resuit. Tends to lack a little confidence when dealing with situations and 
incidents. Sometimes takes a negative approach to leadership issues. 
Level 3 
Sometimes adopts a positive style, issuing directions, chaltenging poor work and 
inappropriate conduci, recognising and acknowledging good work. Attempts to 
motivate staff and stimulate interest. Invites and considers views of others but could 
do this on a more regulär basis. Occasionally sets team objectives and demonstrates 
personal commitment by allocation of her/his time and présence. 
Level 4 
Negotiates a common resolution to disparate points of view by promoting open 
discussion. Readily conveys commitment and conviction in proposing direction at ail 
levels. Demonstrates a breadth and clarity of perception based on a detailed 
understanding of the implications of current issues. Anticipâtes and overcomes the 
concerns of others in a persuasive manner. 
Level 5 
Confidently manages more varied and complex issues, producing positive ideas and 
direction for the OCU/Department/Station. When appropriate, demonstrates the 
leadership qualities and the composure to achieve a successful resuit in difficult 
circumstances or in the face of conflict. Confident and takes charge of situations 
when dealing with staff or the public at incidents or gatherings. 
Level 6 
Demonstrates the ability to define and reinforce a consistent line in complex and 
protracted negotiations both inside and outside the Force. Consults key people in 
advance and prépares a case, which takes into account their concerns and needs. 
Significantly impacts on the development of policy and procedure. Able to 
successfully cascade OCU/Department/Station objectives to inspectors and sergeants. 
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Level 7 
Demonstrates the abìlity to gain staff commitment and enthusiasm for achieving 
OCU/ Department/Station policing plans, and actively oversees the outcome of the 
annual Performance and Development Review for staff. Able to take command and 
take control of complex issues in a positive decisive manner. Negotiates a common 
resolution to disparate points of view by promoting open discussion. Readily conveys 
astuteness and persuasion in proposing essential direction at ali levels. Demonstrates 
a breadth and clarity of understanding based on detailed knowledge of the 
implications of current and future issues. 
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7. MANAGING AND DEVELOPING STAFF - Chief Inspector 
Level 1 
Is unaware of personal strengths and development needs against current and 
anticipated work requirements. Displays reluctance to agree personal self-
developmental objectives with the Une manager. Does not take responsibility for 
reviewing progress, relying on íine manager. 
Level 2 
Does not accept responsibility for self-development. Somettmes sets attainable 
personal policing prioritíes. Does not regularly review staff s policing priorities or 
retain Sis of their progress. Does not always deal constructively with feedback. May 
recognise opportunities to enhance personal and core policing skills in line with 
MDP's needs but does not always take them. 
Level 3 
Occasionally, provides professional and emotional reassurance and support. Makes 
an attempt to encourage, recognise and praise good work and ideas. Sometimes is 
able to explain the benefits and consequences of achieving (or failing to achieve) all 
agreed policing priorities. Tries to contribute to planning of future events. On 
occasions discusses individual strengths and weaknesses openly and provides 
constructive feedback. 
Level4 
Readily assists in the development of colleagues by sharing specialist or 
demonstrating expertise. Regularly evaluates methods of work and staff 
effectiveness. As line manager, actively gathers and records Sis of the competency 
levéis of the core policing skills demonstrated by persons for whom they have specific 
responsibility. Consistent and objective in the assessment of others. Gives 
recognition to good and poor work, initiating corrective action. Plans and schedules, 
commitment and workloads in line with anticipated demands. Appropriately 
interprets MDP policy. 
Level 5 
Monitors and retains relevant performance indicators. Shows the ability to correctly 
interpret and act upon information. Actively encourages personal monitoring and 
self-development. Discusses and agrees individuars policing priorities and 
development plans and ensures that steps are taken to implement them in full. 
Maintains an overview of the skills of staff. Policing priorities are determined giving 
consideration to the achievement of corporate and local policing plans. 
Level 6 
Achieves effective relationships with staff when required. Assesses the need for core 
policing skills development in relation to priorities, competency levéis and targets set 
in line with local policing plans. Seeks to retain a balance of skills and abilities within 
specialist teams. Shows an awareness of team members1 personal intentions and 
particípales in the identificaron of individuáis aptitudes and the development of their 
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skills. Evaluâtes training and development. 
Level 7 
Carnes responsibility for personnel planning in the team. Shows a thorough 
understanding of individuate' rôles and responsibilities. Effectively utilises 
individuate' skills and proactively maintains an overview of the PDR system. Plans 
and/or commissions structured development programmes and ensures évaluation. 
Promûtes a learning and achievement culture. Contributes significantly to the 
development and implementation of local policy. 
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8. OPERATIONAL PLANNING - Chief Inspector 
Leve! 1 
Fails to consult others about operational objectives. Displays an unstructured and 
muddled approach to operational planning. Plans produced use excessive amounts of 
resources. 
Level 2 
Leaves planning to the last minute thus creating a crisis management approach. 
Makes an attempt to communicate operational priorities/objectives but this may lack 
clarity. 
Level 3 
Makes some attempt to plan ahead and prioritise. On occasions communicates 
operational requirements and objectives. May have a tendency to take planning 
decisions which are inappropriate to the rank/role/level. Has some understanding of 
the need and importance of monitoring of MIR. 
Level 4 
Determines, prioritises and records operational requirements effectively. Considers 
resource availability and reviews progress against operational objectives. Does 
consult others and willing to take advice. Monitors and manages operational 
performances through MÍR. 
Level 5 
Anticipates/re-appraises plans to meet changing circumstances as an operation 
unfolds. Makes good use of resources through appropriate deployment. Always 
allows time where appropriate for consultation to minimise costly mistakes. Enhances 
Department/Station's performance through positive impact on MIR indicators. 
Level 6 
Able to consider issues from all angles. Willing to take appropriate advice from 
specialists and other informed resources. Considers resource availability, planning to 
optimum cost. Progress is measured against operational objectives. Proactively seeks 
to continuously enhance Department/Station's performance through effective 
management of MIR indicators. 
Level 7 
Demónstrales an outstanding ability to consider issues from a Forcé viewpoint. 
Displays an ability to take account of every eventuality when planning operations. 
Plans involve an excellent use of available resources. Is willing to take on board and 
action feedback from debrief etc. Uses principie of Best Valué to enhance 
Department/Station's MIR indicators. 
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9. STRATEG IC PLANNING - Chief Inspecter 
Level 1 
Focus is exclusively on short-term gains. Is not successful in actioning strategy. 
Displays a poor understanding of the broader policing issues. Lacks understanding 
and foresi ght. 
Level 2 
Prioritises inappropriately in view of corporate and locai policing plans. Is not 
consistent in actioning strategy. Conducts illogical appraisals of available options. 
Short-term gains are not always balanced against longer-term objectives. 
Level 3 
Displays some perception and foresight about the future. Plans sometime lack 
information on political/defence community issues. Does not always understand how 
broader policing environment affects strategy. On some occasions is capable of 
planning for différent scénarios. 
Level 4 
Understands how major issues affect the future of the service. Prioritises 
appropriately in the light of corporate and local policing plans. Is able to turn strategy 
into action with plans covering costs, Staffing and resource requirements. 
Level 5 
Is able to balance effectively, short-term gains against longer-term objectives. Always 
plans using information on political/defence community issues. Distributes and 
publicises strategie plans. 
Level 6 
Consistently shows intuition and foresight about the future. Is able to generate 
différent opinions, identifying strengths, weaknesses, opportunities and threats. 
Consistently plans for différent scénarios, thinking of key probing questions. 
Level 7 
Shows exceptional vision and foresight about the future of the service. Consistently 
turns high-level strategy into action with plans covering ail aspects of costs, Staffing 
and resource requirements. 
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1. PROFESSIONAL & ETHICAL STANDARDS - Superintendent/Ch Supt 
Level 1 
Poor self-management and does not présent a good role model for others in the Force. 
Does not form a productive working relationship with colleagues. Fails to contribute 
to the achievement of the Agency's objectives. May be hostile to colleagues' views 
for example, on gender and race and have a negative approach to team working. Is 
observed at times to be rude, impolite or unhelpful, uses rank inappropriately. May 
demonstrate a lack of self-restraint and an inability to control temper. Does not use 
principles of HRA when exercising police powers and professional judgement. 
Level 2 
Punctuality and dress does not always meet the PPM standards required of a senior 
officer. On occasions may need to demonstrate more assertiveness when faced with 
demanding situations. Attempts to form productive working relationships. Makes 
small contributions to Agency's objectives. Communicates with and provides an 
inconsistent standard of service to customers. Own behaviour conveys an inconsistent 
image of the Force to current and potential customers. Has minimal knowledge of 
race and gender issues. Occasionally uses exclusionary language and demonstrates 
discriminatory behaviour. Avoids using principles of HRA when exercising police 
powers and professional judgement. 
Level 3 
Just sets a standard of punctuality and dress just within PPM guidelines. Some 
attempt being made to maintain personal objectives required of the role. Forms 
productive working relationship with colleagues but only when team responsibilities 
are clearly defined. Does make contributions to the OCU/Department/Station's 
objectives but thèse may lack depth of thought. Maintains a satisfactory standard of 
service to customers. Able to obtain basic information when dealing with community 
issues and victims of discrimination. Occasionally uses principles of HRA when 
exercising police powers and professional judgement. 
Level 4 
Sets a standard, which provides a role model that fully meets the PPM guidelines. 
Open minded and willing to learn from others expériences. Shares views and 
opinions and gives constructive advice when required. Considerate of other team 
members and provides constructive feedback on performance. Accepts personal 
responsibility for providing a good standard of service to customers. Shows calmness 
and sei f-con s trai nt in complex or conflicting situations. Sensitive in the use of 
language. Achieves consistent and effective work performance under pressure. Uses 
the principles of HRA when exercising police powers and professional judgement. 
Level 5 
Undertakes a varied and demanding workload delivering a high quality performance 
as an individuai or as a leader. Copes well with setbacks and maintains a positive 
disposition in pressurised situations. Demonstrates an awareness of the capabilities of 
members of the OCU/Department and of the personal contributions made by each 
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member. Actively gains views and opinions from individuate and recognises 
opportunities where teamwork will more effectively achieve the desired outcome. 
Sensitive to the needs of the defence community. Good awareness of locai and 
strategie issues. Influences groups and external organisations over a range of issues. 
Actively uses the principles of HRA when exercising police powers and professional 
judgement. 
Level 6 
Actively promûtes and delivers successful options to substantial operational or 
business issues. Initiâtes action intended to improve working practices and 
environment, which sustain or increase productivity. Effectively delegates work 
making good use of colleagues' abilities and skills. Proactively projeets being a role 
model for the MDP. Regularly monitors ways of improving quality of service given 
to customers and junior officers. Implements or suggests corrective action where it is 
necessary. Effectively résolves complaints and grievances to satisfy the needs of both 
the complainant and the Agency. Effectively deals with diversity issues. Proactively 
uses the principles of HRA when exercising police powers and professional 
judgement. 
Level 7 
Able to cope with multiple, complex and strategie issues. Capable of changing pace 
and direction of work to accommodate and deal with unforeseen events without losing 
sight of longer term objectives. Actively promotes an efficient and supportìve 
working environment. Achieves Agency's objectives and Key Targets whilst 
generatìng enthusiasm and ownership. Initiâtes and develops working relationships 
with Head of Establishment and Commanding Officer to résolve issues of local or 
strategie importance. Highly aware and proactive in addressing issues relating to 
diversity. Politically astute, demonstrates insight with regards to key people and 
processes. Embraces the principles of HRA and proactively uses them when 
exercising police powers and professional judgement. 
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2. COMMUNICATION - Superintendent/Ch Supt 
Level 1 
Does not always speak clearly. Little use made of questioning and probing techniques 
to support communication. Is uncomfortable when communicating in the public 
arena. Does not pitch delivery at the coirect level. Further clarification needed of 
information gained. Written communications are over complicated, not reader 
friendly and omit salient points. 
Level 2 
Speaks clearly some of the time. Needs to develop the use of effective questioning and 
listening techniques. Is capable of putting forward reasonable arguments but thèse 
may lack depth. Approachability cornes second to discipline, causing some mistrust. 
Written communications are generally legible and concise but not always easy to 
comprehend. 
Level 3 
Generally has the ability to communicate clearly and concisely. Sometimes 
demonstrates the political sensitivity and liaison skills to project a positive image of 
the MDP. Occasionally demonstrates effective listening skills. Tends to support 
opinion that is not based on évidence. Demonstrates an occasional inability to 
influence others, both individually and in the more formai environment when chairing 
meetings. Sometimes able to produce quality reports. 
Level 4 
Speaks with authority in a clear, catm voice. Recognises the need of the listener, 
pitches delivery accordingly and easily establishes dialogue. Friendly and 
approachable whilst maintaining discipline and respect. Expiicit and frank when 
appropriate but able to be diplomatie in sensitive situations. Has the ability to inspire 
confidence and enthusiasm. Consistently submits high quality, well presented 
comprehensive written documents. Structures text in a logical manner, enabling the 
reader to easily comprehend ifs meaning, for example, within reports and letters. 
Level 5 
Is able to establish and promote discussion on the intention behind a speaker's 
immédiate message. Effectively controls meetings and is able to influence the 
direction of discussion and the direction of the décision making process. Effective 
présentation of reports, making good use of figures and groups to support text where 
appropriate. Effectively summarises salient points. Constructs original 
correspondence to a high standard. 
Level 6 
Confident and effective when expressing complex issues or ideas to groups at ail 
levels within the Force. Effectively represents and promotes the views of the 
OCU/Department/Station at normal meetings inside and outside the organisation. 
Demonstrates the ability to identify and utilise effective written présentation 
techniques in order to submit reports of a complex nature. Makes written 
recommendations on working practices and policy. Undertakes research and 
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consultation work as appropriate. 
Level 7 
Speaks with impact. Utilises pace, tone, hearing and choice of words to assert views. 
This is done in formai or informai settings both inside and outside the Force. 
Effectively commands and directs major or operational strategie briefings. 
Demonstrates an excellent command of written skills. Produces reports, vvhich 
incorporate comprehensive examination of ali relevant issues. Significantly 
contributes to the shaping and implementing of opération and strategie policy. 
(C) M D P Career D e v 01.01.2000 
V 
Ver (1.4) 
3. SELF ¡VIOTiVATION - Superintendent/Ch Supt 
Level 1 
Requires constara; encouragement to ensure work is carried out on time and to the 
required standard. Demonstrates little interest in the job or commitment to the MDP. 
Shows reluctance to accept change and faiís to read the relevant information to keep 
abreast of current activity in the MDP and other organisations. 
Level 2 
Has a tendency to give up when faced with setbacks. Does not keep her/his 
professional knowtedge up to date resulting in constant referrals to colleagues and 
ACPO officers. Some commitment shown to the MDP. This may sometimes appear 
apathetic. Rarely displays motivation or inspires it in others. 
Level 3 
Mostly reliable completing routine tasks on time. May benefit from a more strucrured 
approach when dealing with tasks that are out of the ordinary. Makes an attempt to 
keep abreast of current activity within the MDP and other organisations. May have a 
tendency to jump to conclusions without knowing all the facts. Is seen, on occasions, 
to show enthusiasm for tasks undertaken. 
Level 4 
Keen, enthusiastic and committed. Ensures staff are proactive in generating quality 
projects. Expresses an interest in subjects beyond the current role. Receptive to 
change. Keeps abreast of current legislation and regulations relating to the MDP and 
the external environment. 
Level 5 
Regularly seeks opportunity to increase personal skills, and accepts responsibility for 
self-development, providing encouragement for others to follow the example set. 
Displays a high quality of time management skills. Is flexible and adapts well to 
change. Shows good commitment to tasks and objectives. Difficulties are overeóme 
with perseverance. 
Level 6 
Maintains very high standards, and proactively achieves personal goals. Embraces 
change, recognising and seizing opportunities. Is aware of the need to change and is 
prepared to do so. Connects information and ideas to aims and objectives. Seeks to 
environmentally sean, to identify best practice with a viewto implementing within the 
MDP. 
Level 7 
Makes a substantial contribution to Forcé aims and objectives by seeking new 
challenges. Shows a well-developed sense of timing, seizing the initiative when 
appropriate to achieve the best results. Promotes change and challenges established 
methods to improve performance. Proactively seeks to heighten their own 
performance to achieve potential for the ACPO rank. 
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4 . DECISIÓN MAKING - Superhttendent/Ch Supt 
Level1 
Often fails to take the appropriate course of action or fails to select the most 
appropriate for the circumstances. Bases routine decisions on precedence or 
procedure. Seeks guidance of peers and júnior officers when dealing with more 
complex issues. Fails to check ínformation for accuracy. 
Level 2 
Does not assess situations when drawing logical conclusions from information 
available. Can use poor judgement to identify what is considered the best option. 
Rarely takes the appropriate action to enable the task to be completed within agreed 
timescales. Fails to remain calm under pressure. 
Level 3 
Sometimes assesses the situation and considers the effect her/his decisión may have 
on it. Is consistent in approach except whilst under pressure. Attempts to remain 
impartial when considering alternatives. During problem solving, sometimes 
identifies important issues and will undertake some research to arrive at a logical 
conclusión. Does not always utilise previous experience. 
Level 4 
Displays foresight and makes realistic decisions having considered the strengths and 
weaknesses of available options and the possible long-term consequences of the 
solution. Willing to listen to the contributions of others but prepared to take the final 
decisión assuming full responsibility and accountability for that decisión. Is 
consistent in approach even whilst under pressure. 
Level 5 
Defines and declares key cnteria. Gives due consideration to competing priorities and 
available resources. Demónstrales an in depth understanding of resource and 
performance management issues. Thinks through issues and shows, through personal 
working practices, a concern for quality and best valué. Identifies and implements 
better working practices and procedures. 
Level 6 
Has the ability to transíate ideas into viable well-researched proposals. Influences and 
implements change effectively, creating continuous improvement. Makes complex 
decisions in high-risk operational situations with high quality results. Takes 
responsibility and accountability for the decisions of others working under their 
direction. Regularly reviews progress and amend decisions to take account of change. 
Level 7 
Comfortable making high-risk strategic decisions which commit extensive resources 
to a particular course of action. Considers short and long term implications, and where 
appropriate, consults widely. Recognises and gives appropriate consideration to risks 
involved. Provides direction and retains focus in defining desired outcomes, by 
making explicit reference to corporate and local policing plans. 
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5. CREATIVITY AND INNOVATION - Superintendení/Ch Supt 
Level 1 
Reluctant to change working practices. Excessive reliance on routine precedent, 
procedure and resources. Uses own initiative to resolve issues at basic level, referring 
more complex issues to ACPO officers. Shows an unwillingness to adapt and 
implement new working practices. Resists change and may display a rigid outlook. 
Level 2 
Occasionally demonstrates initiative but not always able to see alternatives to set 
procedures. Sometimes displays a lack of judgement and sound awareness. Generally 
open-minded. The influence on people and situations is not always positive. 
Ineffective use of resources results in issues and incidents remaining unsolved. 
Level 3 
Occasionally looks for improvement in procedures and makes the appropriate 
recommendations. Sometimes recognises and transfers practical ideas seen elsewhere, 
resulting in local and Forcé improvements. Tends to support and enhances the 
implementation of new working practices. Makes effort to seek solutions to 
problems. Attempts to produces plans for the implementation of new ideas. 
Level 4 
Identifies activities requiring updating. Generates original ideas, and develops 
working solutions for implementation, to enable colleagues and júnior pólice staff 
members to share and build upon ideas which advance specific issues and improve the 
quality of service provided. Initiates the exploration of alternatives. 
Level 5 
Demonstrates the ability to address problems from various perspectives, producing 
successful initiatives, which depart from conventional and traditional thinking. Shows 
innovation and lateral thinking in response to problems. Identifies opportunities for 
using technology to improve performance and understand the managing of 
information. 
Level 6 
Demonstrates a detailed knowledge and an in depth understanding of the principies of 
performance management. Displays visión in respect of the exploitation of 
information and intelligence systems, which use technical solutions to enhance 
performance. Is able to adapt ideas from other organisations, expand them and make 
them workable within the Agency. 
Level 7 
Applies lateral thinking to develop radical ideas and approaches, which make a major 
contribution to policing. Promotes an organisational culture, which recognises and 
valúes new ideas and outstanding achievements. Able to think conceptually in dealing 
with complex, abstract and theoretical issues to arrive at conclusions and solutions. Is 
able to transíate personal visión into best valué practice. 
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6. LEADERSHIP - Superintendent/Ch Su pi 
Level 1 
Presentation of views are quite often confrontational and lacking logicai support. 
May not give clear messages to others. Is therefore likely to fail to reach agreement to 
pursue a set course of action or to résolve issues. Tends to give advice based on 
personal values. Reluctant to seek the views of others before taking a course of 
action. Finds it difficult to gain support of colleagues and junior police staff members 
to achieve given tasks. May have a tendency to instil a lack of enthusiasm in others. 
Level 2 
Generally enthusiastic and committed. Invites and considers views of others but could 
do this on a more regular basis. Reaches agreement to pursue a course of action, 
whìch commits an appropriate level of resources and achieves the desired result. May 
lack a little confidence when dealing with situations and incidents. Sometimes takes a 
negative approach to leadership issues. 
Level 3 
Sometimes adopts a positive style, issuing directions, challenging poor work and 
inappropriate conduci, recognising and acknowledging good work. Attempts to use 
the PDR system to motivate staff and encourage others to make positive contributions. 
Invites and considers views of others- but could do this on a more regular basis. 
Occasionally sets team objectives and initiâtes Local Policing Plan performance 
indicators. Seldom demónstrales personal commitment by allocation of her/his time 
and présence. 
Level 4 
Negotiates a common resolution to disparate points of view by promoting open 
discussion. Readily conveys vision and conviction in proposing strategie direction at 
ali levéis. Demonstrates a breadth and clarity of vision based on a detailed 
understanding of the implications of current and future issues. Anticipâtes and 
overcomes the concerns of others in a persuasive manner. 
Level 5 
Confìdently manages more varied and complex issues, producing positive ideas and 
direction for the OCU/Department/Station. When appropriate, demonstrates the 
leadership qualifies and the composure to achieve a successful result in difficult 
circumstances or in the face of conflict. Confident and takes charge of situations when 
dealing with staff or the public at significant incidents or gatherings. 
Level 6 
Demonstrates the ability to define and reinforce a consistent line in complex and 
protracted negotiations both inside and outside the Force. Consults Head of 
Establishment, Commanding Officer and other key people in advance and prepares a 
case, which takes into account their concerns and needs. Significantly impacts on the 
development of policy. procedure and strategy. Able to successfully cascade 
OCU/Department/Station Policing Plans to the next level of management. 
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Level 7 
Demonstrates the ability to gain staff commitment and enthusiasm for achieving 
OCU/Department/Station Policing Plans, and proactively oversees the outcome of the 
annual Performance and Development Review for staff. Negotiates a common 
resolution to disparate points of view by promoting open discussion. Readily conveys 
vision and conviction in proposing strategie direction at ali levels. Demonstrates a 
breadth and clarity of vision based on a detaited understanding of the implications of 
current and future issues. 
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7. MANAGING AND DEVELOPING STAFF - Superintendent/Ch Supt 
Level 1 
Is not aware of personal strengths and development needs against current and 
anticipated work requirements. Displays reluctance to agree PDR priorities with line 
manager. Does not take responsibility for reviewing progress, relying on the line 
manager. 
Level 2 
Rarely accepts responsibility for self-development. Sometimes sets attainable personal 
targets. Does not strategically review staff s performance or retain SI of progress. 
Does not always deal constructively with feedback. Recognises opportunities to 
enhance personal skills in line with Force's needs but does not always take them. 
Level 3 
Occasionally, provides professional and emotional reassurance and support. Makes 
an attempt to encourage, recognise and praise good work and ideas. Sometimes is 
able to explain the benefits and consequences of achieving (or failing to achieve) all 
agreed policing priorities. Tries to contribute to planning of future events. On 
occasions discusses individual strengths and weaknesses openly and provides 
constructive feedback. 
Level 4 
Readily assists in the development of colleagues by sharing or demonstrating 
specialist expertise. Reguíarly evaluates methods of work and staff effectiveness. As 
line manager, actively gathers and records Sis on the competency levéis of skills 
demonstrated by persons for whom they have specific responsibility. Consistent and 
objective in the assessment of others and uses Sis, effectively. Gives recognition to 
good and poor work, initiating corrective action. Plans and schedules, commitment 
and workloads in line with anticipated demands. Appropriately interprets and drives 
the Forcé policy. 
Level 5 
Monitors and retains relevant performance indicators. Shows the ability to correctly 
interpret and act upon information. Actively encourages personal monitoring and self-
development. Discusses and agrees individual development plans and ensures that 
steps are taken to implement them in full. Maintains an overview of the skills of staff. 
Priorities are determined giving consideration to the achievement of Local Policing 
Plans and Forcé Key Targets. 
Level 6 
Achieves effective relationships with Defence Pólice Federation when required. 
Assesses the need for skills development in relation to agreed policing priorities, 
competency levéis and targets set in line with local and corporate plans. Seeks to 
retain a balance of skills and abilities within specialist teams. Shows an awareness of 
team members' personal intentions and participates in the identification of individuáis 
aptitudes and the development of their skills. Effectively evaluates training and 
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development. 
Level 7 
Carries responsibility for personnel planning for a significant number of staff. Shows 
a thorough understanding of individuai s* rôles and responsibilities. Effectively utilises 
individuate' skills and maintains a strategie overview of the PDR system. Plans and/or 
commissions structured development programmes and ensures évaluation. Promotes a 
learning and achievement culture. Contributes significantly to the development and 
implementation of locai/corporate policy and achievements of the Force Key Targets. 
(C) MDP Career D e v 01.01.2000 
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8. OPERATIONAL PLANNING - Superintendent/Ch Supt 
Level 1 
Fails to consult others about operational objectives. Displays an unstructured and 
muddled approach to operational planning. Plans produced use excessive amounts of 
resources. 
Level 2 
Leaves planning to the last minute thus creating a crisis operational management 
approach. Makes an attempt to communicate operational priorities/objectives but this 
may lack clarity. 
Level 3 
Makes some attempt to plan ahead and prioritise. On occasions communicates 
operational requirements and objectives. May have a tendency to take planning 
decisions which are inappropriate to the rank/role/level. Has some understanding of 
the need and importance of monitoring of MIR. 
Level 4 
Determines, prioritises and records operational requirements effectively. Considers 
resource availability and reviews progress against operational objectives. Does consult 
others and willing to take advice. Monitors and manages operational performances 
through MIR. 
Level 5 
Anticipates/reappraises plans to meet changing circumstances as an operation unfolds. 
Makes good use of resources through appropriate deployment. Always allows time 
where appropriate for consultation to minimise costly mistakes. Enhances 
OCU/Department/Station's performance through positive impact on MIR indicators. 
Level 6 
Able to consider issues from all angles. Willing to take appropriate advice from 
specialists and other informed sources. Considers resource availability, planning to 
optimum cost. Progress is measured against operational objectives. Proactively seeks 
to continuously enhance OCU/Department/Station's performance through effective 
management of MIR indicators. 
Level 7 
Demonstrates an outstanding ability to consider issues from an organisational 
viewpoint. Plans involve an excellent use of available resources. Is willing to take on 
board and action feedback from debrief etc. Uses principie of Best Valué to enhance 
OCU/Department/Station's MIR indicators. 
(C) M D P Carccr D c v 01.01.2000 
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9. STRATEGIC PLANNING - Superintendent/Ch Supt 
Level 1 
Focus is exclusively on short-term gains. Is not successrul in actioning strategy. 
Displays a poor understanding of the broader policing issues. Lacks vision and 
foresight. 
Level 2 
Prioritises inappropriately in view of corporate and locai policing plans. Is not 
consistent in actioning strategy. Conducts illogical appraisals of available options. 
Short-term gains are not always balanced against longer-term objectives. 
Level 3 
Displays some vision and foresight about the future. Plans sometime lack information 
on political/defence community issues. Doesn't always understand how broader 
policing environment affects strategy. On some occasions is capable of planning for 
différent scénarios. 
Level 4 
Understands how major issues affect the future of the MDP. Prioritises appropriately 
in the light of corporate and local policing plans. Is able to turn strategy into action 
with plans covering costs, Staffing and resource requirements. 
Level 5 
Is able to balance effectively, short-term gains against longer-term objectives. Always 
plans using information on political/defence community issues. Distributes and 
publicises strategie plans. 
Level 6 
Consistently shows vision and foresight about the future. Is able to generate différent 
opinions, identifying strengths, weaknesses, opportunities and threats using Best 
Value principles. Consistently plans for différent scénarios, thinking of key probing 
questions. 
Level 7 
Shows exceptional vision and foresight about the future of the MDP. Consistently 
turns high-level strategy into action with plans covering ail aspects of costs, Staffing 
and resource requirements thus achieving best value. 
(C) M D P Career Dcv 01.01.2000 
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3 . SELF-LEARNING PACKAGE 
Performance and Development Review 
(PDR) 
Your Training Package 
( 4 5 m i n u t e s ) 
1 
CareerDev Dept (12.01.2000) 
A I M S 
To give you a good understanding of the PDR appraisal System 
and the correct procédures to be followed. 
O B J E C T I V E S 
By the end of this training package you will be able to: 
1 . Explain the purpose of PDR 
2. Describe the benefits of the PDR System 
3. Describe the core policing skills 
4. Explain how the competency levels were created 
5. Explain the importance of Supporting Information (SI) 
6. Explain how to use the 5 steps of the PDR process 
2 
Introduction 
The most important and expensive commodity within the pólice 
service is its human resource. Officers bring with them into the 
pólice service many differing skills and attributes. These must be 
used to the best possible effect to ensure that all officers derive a 
sense of achievement from their work and that the Forcé benefits 
from the commitment of their skills towards the attainment of its 
goals. To achieve this, the attributes and skills of each individual 
officer must be identified, and recorded, with action taken wherever 
possible to meet training and career development needs. Any large 
organisation that valúes its staff and has a culture that encourages 
good performance will have a staff appraisal system. 
Aim of the MDP Performance and Development Review (PDR) 
appraisal system 
The title "Performance and Development Review" is designed to 
focus on the performance improvement, skills development, and 
the process of performance management, as opposed to an 
annual ritual of appraisal. The aim of the MDP PDR system is to: 
"Improve the Forcé performance through focused effort of 
individuáis' and the delivery of a meaningful performance 
appraisal. The MDP's overall achievements are the accumulation 
of individual officers' performance." 
CCMDP statement 
"I recognise the valué of quality staff assessments and their 
importance to your personal and professional development and 
advancement. As an ongoing part of the Investors in People 
process, it is vital therefore, that you have the best appraisal 
system the Forcé is able to develop. I look forward to the 
successful implementation of the PDR process, and for you to 
embrace the change in the appraisal system, taking a lead in 
managing your own performance." 
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The PDR appraisal system is based on 
• Simplicity 
• Acceptability 
• Fairness 
• Developmental approach 
• Link with local policing plans 
4 
What do you want from PDR? 
If you were to design an appraisal System, what are the 
characteristics you consider vital in order to be successful? Write 
them down here. 
During the initial survey of the PDR process, a similar question 
was asked via a questionnaire. 
{Please see page 14 for the survey's response) 
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What do you want from PDR? 
What are the characteristics you believe should not feaîure in an 
appraisaf System ifit is to be successfui? Write them down here. 
During the initial survey of the PDR process, a similar question 
was asked via a questionnaire. 
(Please see page 14 for the survey's response) 
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How am I doing? 
How do you rate your ability to do your job? Give yourself a 
score between 1 and 10 on the following table. 
6 7 8 9 10 
Very Poor ^ • Average * * Excel lent 
Now answer the following question. 
How tail are you? Again, give yourself a score between 1 and 
10 on the following table. 
7 8 9 10 
Very S h o r t s • Average < Very Tali 
What you scored yourself on the second question would dépend 
on the criteria you used. 
Some of you will have compared yourself to the general 
population, some may have compared themselves to colleagues or 
other police officers, whilst most will have compared themselves 
only to members of their gender. So the resuit of this survey will 
be distorted, unreliable, and not valid because, in effect an elastic 
tape measure has been used. 
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So if the question was asked again, using an effective 
measurement tool how would you score now? 
" U " 5 ' 5 ' 5 ' 3 ' 5 ' 6 " 5 ' 9 " 6 ' " O " 6 ' 
The outcome of a survey carried out on this basis would be reliable 
and a graph illustrating the results would look something like this: 
5 ' 6 " 
/ 5 3 " 5 ' 9 " \ 
" U " 5* 
5 ' 6' 
" O " 6 ' 
1 2 3 4 5 6 7 
This is called a "normal distribution curve" because by définition 
the majority of people will be around grade 3, 4 and 5 with fewer 
people at either extrême. Police performance is more complex 
and therefore can be subjective if an effective measurement tool is 
not used to measure that performance. 
Now go back to the original question. 
How do you rate your ability to do your job? 
The chances are that you gave yourself a score over 5. This is 
because it is naturai not to believe or admit we are below average 
at something. It is mathematically impossible for everyone to be 
above average. 
8 
MDP PDR aims to make the appraisal system as object ive as 
possible by using competency levels for core policing skil ls. PDR 
recognizes that you can't use the same criteria for assess ing pol ice 
off icers who are of different rank and in a different role. For this 
reason, competency levels underpinned with the normal 
distr ibution curve have been created for every police rank within 
our Force. 
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Who created the core policing skills and the 
competency levels? 
Core Policing Skills 
This w a s the work undertaken by the Home Office in 1995. After 
ex tens ive research based at the Police Staff Col lege Bramshi l l , 
H o m e Office circular 43/1996 identified 9 core-pol ic ing skil ls. 
T h e s e are: 
1. Professional and Ethical Standards 
2. Communicat ion 
3. Self-motivat ion 
4 . Décision making 
5. Creativity and Innovation 
6. Leadership 
7. Managing and Developing staff 
8. Operat ional Planning 
9. Strategie Planning 
For our Force, Skil ls - 1 to 5 will apply to Constables, 1 - 8 to 
Sergeants and 1 - 9 to Inspectors and above. 
Competency Levels 
T h e competency levels were also part of the HO research where 2 
levels were initially created. Kent Police then worked on the levels, 
whe re they used an e x t e r n a l O r g a n i z a t i o n at a c o s t of £250,000 
and designed competency levels for their officers' rôle and rank. 
These levels were subsequent ly purchased by the Humbers ide 
Pol ice. MDP obtained the copyright form the Humbers ide Pol ice in 
January 1999. Thereafter, thèse competency levels have been 
contextu l ised to our Force's needs through an external source f rom 
Gloucestershi re Police. In addit ion, the competency levels have 
been extensively tested internally through the PDR pilot phase, 
Defence Police Fédérat ion, Career Development Depar tment and 
by Super intendent Manghnani HO National Pol ice Train ing 
evaluator. 
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So what do thèse levels ofcompetency represent? 
Earlier w e had seen the pitfalls of subjectivity. In order to avoid the 
prob lem, competency levels have been writ ten for every police 
rank. Al l competency levels are made avai lable for every one to 
see, so it is an open process and everybody knows the benchmark 
against wh ich they will be measured. The main thème of PDR is 
objectivity, so the currency it deals in is évidence or Support ing 
Information (SI) and not on assert ions or opinion. Examples can 
be sighted in the Manual of Guidance. 
Where does Supporting Information come from? 
Sis may originate from a variety of sources but will be 
predominately generated by you and your 1 s t Report ing Officer. In 
addit ion, peers, subject to your consent, may also record o n S l s . 
You will be required to work through your act ion pian 
demonstrat ing the PDR core policing skills, which relate to your 
rank. SI is only about doing what you are expected and agreed to 
do. However Sis should be quality based as opposed to quantity. 
How much Supporting Information is required? 
The simple answer is sufficient to convince your 1 s t Report ing 
Officer that your performance is not one off but is characterist ic. 
For example, in our judiciary system, a case wou ld only be proved 
if there was sufficient admissible évidence. You cannot convict 
some one by standing up in the court and saying; 
"That persoti is a thief 
Nevertheless, you can convict someone by providing év idence of 
their act ions and behaviour and convincing the court that it 
amounted to the f t Follow the same principle when demonstrat ing 
your per formance and collecting your Sis. 
u 
How does the PDR system work in Practice? 
Five steps of the PDR model 
S T E P 1. What is to be done (local policing plan and priorit ies)? 
S T E P 2. How do we know it is being done (action plan)? 
S T E P 3. How do we do it (core policing skil ls)? 
S T E P 4. How well we do it (competency levels)? 
S T E P 5. How can we do it better (developmental plan)? 
STEP 1 - What is to be done 
O n Form 273A (1.1) wri te down one priority for yourself. Blank 
Forms are available on the disk. Now check to see whether your 
priority was: 
Clearly devolved f rom the Force Policies 
Force Key targets 
Force and Station MIR performance targets 
O C U Plans Local Policing Plan and/or Job Profi le 
Forward looking 
Specif ic and unambiguous 
Capable of being reviewed 
Wri t ten in action terms 
Not addressing personal development 
If not then try again. The purpose of the priorit ies is for you to 
clearly understand what is expected of you in your current role, 
and areas of per formance that will be appraised during the review 
per iod. Your priorit ies must be agreed with the 1 s t Report ing 
Officer. 
STEP 2 - How do we know it is being done 
Use Form 273A (1.2) and wri te an Act ion Plan on your priority. 
Check whether your action plan demonstrates to you and your 1 s t 
Report ing Officer how you are going to carry out your agreed 
priorit ies. Does it meet the SMART phnciple for action planning? 
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STEP 3 - How do we do it (Form 273E) 
You will work through the action plan demonstrat ing the PDR core 
pol icing skil ls, wh ich relate to your rank. These will be recorded on 
the SI Proformas. 
STEP 4 - How well we do it - using competency levels 
You wil l sel f -grade your performance on each SI using the specif ic 
1-7 competency levels provided for the core policing skil ls for your 
rank. The grades should also be checked using the normal 
distr ibut ion curve. Your 1 s t Reporting Officer will check the validity 
and competency levels of the Sis submit ted and endorse them with 
their comments and competency level. 
STEP 5 - How can we do it better - Developmental pian Form 
273D 
Düring the interim review period and at the end of the review 
period, you will get the opportunity to discuss any per formance 
which requires further development in terms of your core policing 
skills. However, you should be aware that any development 
related to per formance should be discussed and addressed with 
your 1 s t Report ing Officer at the t ime they arise and not left for the 
interviews. 
This concludes the training package. Please ensure that you have read the Manual of 
Guidance in conjunction with this training package. If there are any questions, please speak 
to your OCU PDR support officer who will no doubt respond to you with an effective answer. 
We hope you have enjoyed completing it and have found it useful. 
Good luck with your first PDR! 
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Responses of your colleagues obtained during the initial 
questionnaire survey 
If you were to design an appraisal system, what are the 
characteristics you consider vital in order to be successful? Write 
them down here. 
Honesty 
Fai rness 
Ev idenced 
Openness 
Object iv i ty 
Simplici ty 
Reward ing 
Consistency 
What are the characteristics you believe should not feature in an 
appraisal system ifit is to be successful? Write them down here. 
Bureaucracy 
Subject ivi ty 
Secrecy 
Power based 
Inconsistency 
Favour i t ism 
Point lessness 
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